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FOREWORD

Maxinizing career opportunities and job satisfaction of handicapped persons involves
c:areful lmkage of career preparatmn, caunselmg, and job placement, Althgugh research
and develcpment efforts have made StIldES taward identifying, describing, and assessing
| 1nd1v1dual handicaps and capabilities, there has been a research void in the development
capped dnd to :alate their fequlrements to the capabllltles, r.ireparatmn, and emplayment
of handlgapped persons,
One effort undertaken tg.éllgviatelthe discrépancy between. the lack afAkﬁleedge on
the part of educational pérscnnél and employers about human ﬁharaé%g;isﬁics or attributes
required for perfarmancé ﬁn specifi jobs and the capabilities of th;ahandicapped person
‘is this Procedures Manual. Its intent is to present a tested methadalagy that can be used
with aﬁy type of ccgupatian,‘With job agtivities within the occupation, and with any type
‘@f handicapped condition to establish profiles of the attributes actually required by those
occupations and by matching those attributes to Eh@se demonstrated by the handicapped, counsel-
ors, educators and athe:s wcsrking with the job placement needs of handicapped people, - 5? é
4 - This nanual represents a report and final product of a twenty-seven month project effort, i

| ;pcluding testéﬁ procedures for identifying, describing, énd illustrating the capabilities




of the handicapped, including all categories, to demonstrate the human altribute
requirements of jobs. The Manual includes procedures for the ﬁse of sample insfruments,
illustrations and examples from three diverse occupations and quidelines for (1) generating
task lists for jobs, (2} selecting work relevant attributes, (3) idéntifyingvappr@priate
survey respondents, (4) designing surveys, (5) analyzing and interpreting job informéti@n,
and (6) constructing attribute requirements for jobs ané{attribute development pr@fiies
for handicapped persons. |

Published separately, but augmenting @his research, is a User's Guide, Though prepar-
ed independemly, the purpose of the User's Guide is to identify, describe, and illustrate‘
the capabilities of the handicapped to demonstrate the human attribute requirements of jobs,

The National Center expresses its deep appreciation and special gratitude to the pro~
ject's panel of consultants whose expert advice and guidance were u;ed throughout the pra-’
ject. Members of the project's advisory panel included: Dr, Nathan ¥, Acree,lﬂehabilitaﬁ
tion Services Administration, Department of Health, Education and Welfare, Washington, D. C.;
Dr, ﬁatricia'Cégelka of the Special Education Department, University of Kentuckyg Lexington,
Kentucky; Mrs. Charlotte Conaway, State Department of Education; Baltinore, Maryland; and
Dr. Stanley Cramer, State University of New York, Buffalo, New York, Special appreciaticn
1s also extended to Dr. Leon Koyl, York Central Hospital, Ontario, Canadas and D, J. W
Cunninéham, North Carolina State University for their help and contribution to the project,

lﬂvaluable assistance and advice in the pre?ara@ian of this manual'werg pravideé by

Dr, Melville Appell, Bureau of Education for the Handicapped, U.5. 0ffice of Educaticn,




Department of Hea%ﬁh, Bducation and Welfare who served as project officer for the project.
This manual was prepared by Dr. Marion 7. Johnson, Project Director, Other contributing
staff members of the project included Drs, Lorella McKinmey, Dessie Page, and Elene 5. Demos;
Pusearch Specialists; Drew Denton and Carole M. Johnson; Graduate Research Assoclates; and

Dallas G. Ator, Associate Director of the Specal Projects Division of the National Center.

Robert E. Taylor

Executive Director

The Natioral Center for Research
in Vocational Education




PREFACE

This is a Procedures Manual containing the methodology, processes, findings, and
conclusions of a twenty-seven (27) month study entitled "Relating the Capabilities of
the Handicapped to the Human Attribute Requirements of Jobs", This manual, together
with the separately bound Appendices, make up the primary product and final report.
for the project.

This manual was developed by the National Center for Research in Vocational Ed=
ueatién, Special Projects Division, pursuant tg'a grant from the U. §, Office of Ed-
ucation, Bireau of Education for the Handicapped to illustrate procedures and method-
ology to be used when relating the capabilities of the handicapped to the human attri-
bute requireménts of jobs. For purposes of this research only three occupations were
used. Their selection was predicated on the availability of task inventories developed
previously at the National Center for Research in Vocational Education, The three occupations °
used represented three diverse fields and inciuded survey respondents from three occupations
--general secretary, automotive mechanic, and business data programmer--,

A number of organizations have contributed to the field testing of data contained in

this quide relative to the occupations surveyed. Special appreciation is extended to those

organizations across the contry who participated in this research representing the occupa-
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tions, Adéitianally, special recognition is extended to those organizations representing the
ning areas of handicapping conditions as defined by the U. 8. Office of Education, Bureau of
Education for the Handicapped, who participated in the simulation phase of this research. All
of theselarganizatians are located in Columbus, Ohio and include the followin: Zolumbus

School for the Blind, Bureau of Services for the Blind, Ohio School for the Deaf, Rehabilita-
tion Services of Central Ohio, ARCraft West, St, Antheny's Hospital, Department of Speech Path-

ology, United Cerebral Palsy of Columbus and Franklin County, and Sixpence School.
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INTRODUCTION

Purpose and Design of Manual

The primary purpose of this manual is to serve as a research reference to persons concerned
with identifying, describing, and assessing the individuai capabilities of handicapped persons
and relating these capabilities to requirements of jobs, This manual has been designed for self-
instructional use, It enables the user to better understand the process of developing work
relevant human attribytes required for ij performance and relating these requirements to the
capabilities of handlcapped persons.

The content and format of the manual have been designed to accommodate many different levels
of understanding of the different needs for information on the part of educational research per~
. Sonnel about human characteristics or attributes required for performance on specific jobs and
the capabilitieg of handicapped persons to perform the job, The content of the manual includes
sample instrumentations, 1llustrations, examples, and analyses from tiree diverse occupations,
and quidelines for (1) generating task lists of jobs; (2) selecting work relevant attributes:

(3) identifying appropriate survey respondents: (4) desgning local and national surveys; (5)
analyzing and interpreting job information: (6) ccnstrugtigg attribute requirements profiles
for jobs; and (7) constructing attribute development profiles for handicapped persons, The

design of the manual has been developed to include all procedures necessary to replicate this

research,

<
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Audiences and Development of Manual

This nanual is directed at several prinary research audiences and includes but is not limited

to:
o spectal edurtorg o vocational counselors
0 teacher educqtons o rehabilitation specialists
0 special educators/rehabilitation 0 teachers, secondary
o rehabilitation counselors o job placement speetalists
0 voeational evaluators o employers
0 voeational educators

Research and development procedures utilized in this study evolved from consideration of
three najor objectives. They are as follows:

(a) WevelapMEﬂt of procedures to identify and portray the pa%tarns of
huan attpibutes vequired for job performance

(b] Tdentification of the potential development of work relevant human
attributes for handieapped persons

(¢] Application of the procedures in three diverse oceupations to assess
the use and relutive merit of this type of procedure for the handi-
eapped
The first objective, development of procedures for identification of the human attributes
required for job performance by workers, resulted in a set of procedures for use by agencies

and personnel serving the need for quidarce, placement, and instruction of the handicapped. E}gv

115 7 e s
of Human attribute profiles for each of the key job activities of the occupations selected for

study were produced through application of the procedures.




The second objective, identification of the potential development of work relevant human
attributes for handicapped péﬁsans, was intended to yield estimates of the potential level of
development of the handicaéped wbiéh night provide benchmark information useful in individual
counseling for career preparation and potential employnent of the handicapped.

The third objective, application and assessment of the procedures, vrovided initial esti-
mates of the relative merits and usefulness of the work attribute information for educational

and employment decision making through use of simulation techniques and activities,

Topics Covered
The overall purpose of this manual is to serve as a resource reference to persons concerned

with researching the guidance and placement neeés of the handicapped. The manual,covers the
following topics:

0 Guidelines and analysis for identifying key job activities

0 Guidelines and analysis for identifying key attributes

0 Sample instrumentation |

0 IZZustratian and analysis éf!three diverse oecupations

(Automotive Mechanic, General Secretary and Business
Data Programmer)

o,
H.
L]

Simulations of the proceduves used in the three cceupacions

b
g

0 Profiles of key task by Rey attributes gompee o1 oiris
| oceupation Y Rey atiributes across the state
ERIC |
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0 Pralees of the attrzbutgs af the handieapped Derson
used in the praeedures

0 Sources.of infornation ugeful in develapzng attribute
- profiles ¢@r useby personnel vorking with the handieapped

- The manual ;ncludes four sections covering these taplcs, In addition to the 1ntroductory
.materlal Bach section contains EXtEHSjVE information relative to the procedures undertaken
| in this pmject._ Each chapter is self-contained, which allows for concentration on the
’particular chapter most relevant to the user's needs:

'nChaéter I;PiZat Tastfnfarmatisn and Praeeduﬁesj is intended to provide a frane of

vell as Ldentlflcatlon of local respsndents aross the three sccupatiansi
Chapter II, Field Test fﬁfEEQﬁti@n and Procedures containg the Final analysis of the
B key tasks and key attributes identified in the pilot test. This chapter also contains the

analysis of the nethodologits used in (a) preparing comprehensive Dictionary of Occupational

Titles statenents, (b) identifying and surveying national respondents representative of the

three occupations, and (c) analyzing the results of the field test data,

Chapter IIT, Aandicapped-by-dttribute Profile Develapment contains the classlf*catlcn

4

af the areas of exceptlonality used in this regearch, data from persons exper*enced in warklng

H [;RJ;;‘thelhandicapped,“results\and analysis of the sinulations,




Finally, Chapter 1v, Profile Construction, provides information concerning the method-used
in relating the capabilities of the handicapped to the human attribute requirements of jobs,

This chapter also containg recommendations for researchers to identify ways of profiling handi-

- capped dndividuals,

Limitations of the Manual

This hanual‘daes not pr@vi@e a suceinet model for replication of the procedures, hut
rather provides an extensive ifemizatian and analysis of all procedures used in this research,
As 'such, the narrative may appear redundant, so it must be read with thls pﬂlnt in mind. For
a capsulated procedure, researchers should refer to the User's Guide.

This manual, additianally, contains only one approach to relating the capabilities of
the handicapped to the human attribute requirenents of jobs and prqyides profile analyses for
only three accupéticns. The identification of key attributes may not be acceptéble to all

- manual users, but these attributes have been’subjected to enpirical assessnent and found to

,'-_—..—_ MRS

be the "most acceptable,"
The Praaedure 8 Manuaz cannot be v1ewed as a panacea for the myriad of problems faced by

the handlcapped and persannel warklng w1th the handicapped toward ]Gb proeurem&nt Rather, it Zﬁ

14

- provides a methad for expedltlng this prccess,
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Finally, the analyses of the profiles for the handicapped population is limited by the
extremely small sample size, Hawever the purpose of the prefiling procedure was to "val;date
3 prcﬁess,“ not to define limits of the handicapped individuali Therefbre, a small sample
 Size in this context s acceptable.

%wmmEHMHmwmmEMMmMmLHMEMMmmmmH-
clude other meth@dalagiés and profiling ﬁechniques that éauld be considered applicahle for

the handicapped.
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Job Acti'v'rty _!déntificatic:n Process

The fi:st procedure was undertaken to develop a methodology for 1dentifying relevant job
activitiesi Thé‘pr@cedure undertaken to accgmplish this objective involved a three phase
prac:ess. Phase T involved utlllz;ng work develc;ped by Ammerman and Pratzner, Phase IT involved -

ER ut11131ng referencgs fram the chtlonary of Occupation TltlES, and Phase III involved utilizing

a task inventory data derlved from Borchor et el.
- Phase I, Phase I involved consulting existing task inventcfies devélcped by Amernan |
and Pratzner and dElll'ﬂltlng job tasks from them, The task anEHtDI'y methodology UtlllZEd
by Mune,z:man and Pratzner produced a listing of 297 tasks from an aclginal hst;mg of 492
tasks associated with .th\e accupa_tmn ef gene,ralﬂgsecretary, 313 tasks from an original l._lstlng |
of 494 tasks associated with the accu_patia;gxb‘f business data programner; 321 tasks from an
original listing of 360 tasks assaciatgd/{;ith the a'ccupatia\n of automotive nechanic, These
 task listings vere vieved as uniieldy for the purposes of this project and for those whol

Would use the project's products,

In order to delinit listings from the Ammernan and Pratane- b tasks, the key tasks

i

from their work vere identified according to the following steps,




" Siéﬂ I

a. List those tasks rated 3.5 or higher (considered to be a significant part of
the job by the worker). (3.5 is the median ranking on a 0-7 scale,) (See
Appendix A, column a)

b, List the percentage. of vorkers rating those tasks as 3.5 ar‘greater in
significance, (See Appendix A, colum b)

¢, For each task identified in (la) above, list those with a rank of 1.5 or
higher from the worker and supervisor ratings of importance to the job.
(See Appendix A, colum c)

Step IT

. List the tasks identified in Step I (a-c) as those needed within three
nontas of employment by 50 percent or more of the supervisorsw (Ses
Appendix A) ,

b, List the 20-30 tasks with the highest ratings from the list compiled
in Step II using worker significant ratings (e.q. - 4.9), (See
Appendix &) - |

‘‘‘‘‘

e WO

Appendix A contains the data analysis for the eccu§atihn;q; general se.cetary, automo-
tive uechanic, and business data programer derived fron the Acuian and . stoner research,
Appendix B contains the key tasks identified through this pfccess?

Although the information resulting from the above process was viewed as significant in
terns of key task identification, it was felt that the level of task specificity was too
narrow to be valuable té counselors and placenent officers, In other words, -the tasks Were

00 specific to be representative of the occupation as a whole, The danger that some persons




might be "counseled out" of an occupation on the basis of their inability to perform one

| ﬂrmEDfﬁeEyEﬂsmsﬂpﬁchm@mtcﬁewﬁ@tﬁﬁi In addition, the

question of availability and cost factors associated with similar task inventories for
ﬂccupatlons other than those selected for use in this p:aject arose, Therefare, tharﬂ was

a need to 1dent1fy a new source for aggregated job tasks The chtlcnary of Occupational

Titles was the second source consulted for occupational job activity descriptions.

Phase I1, Phase II involved consulting the Dictionary of Occupational Titles (DOT).

second alternative source was consulted because of its aggregated nature and ready avail-

'ﬁmwmmmmmmﬂwmmﬁmMﬁSWH&ME@thmmmm

form, the major job -etivities were extracted and edited to conform to task Liiventory sentence

structure, - Appendix C contains a listing of the DOT job activity statement for each of the

-three occupations.

Once ﬁhé DOT job activitiés were enumerated, this listing was compared to that derived
during the key task identification process in Phase I using the Ammernan and Pratzner study,
Each key task identified from the Anmernan study was compared to its broader DOT job activity
céunterpart and a determination was made as to whether the key task was defined in terms equal
to, greater ﬁhan, or less than the DOT referenced job activity statement. If the key task | 53
Was greatei than the job activity statemént, the latter was broadened to include the key "

task, If the key task was less than or equal to the job activity, no change in the job



activity statement was made. Results of this analysis for the occupation of general secre-
tary, automotive mechanic, and business data progranmer appear in Appendix A.

Phase III. Phase III of the job activity identification process was the utilization
of task data derived by Borcher, et al. This phase was included as a further check of the
aggregated nature of the composite jch activity statements, The methodology employed by
Borcher, et al. perforned separate analyses of the data for the different,ﬁierarchical
positions within each occupation. It was possible, therefore, to ascertain which tasks
were typically performed by persons at the entry -level of an occupation as well as those tasks
performed by their supervisors,

Appendix E presents descriptions of job taékg for each of the three GatEgDriE%;dEVEIQPEd
by Borcher et al. These were compared with thr:sse derived by the aggregatmn of the
Armerman and Pratzner and DOT revised job activity statements, The equal-to, greater-than,
less=than appr@ach was again utilized, Appendix F displays these data for each of the three
occupaticns, Additions were made to each job activity statement if the task(s) identified
by Borcher et al, ere greater than the statement given in the aggregated DOT. No change Wes
made if the task llsted in Borcher et aly was equal to, or less than the aggregated DOT state-
ment.

An example of the outcomes of the total aggregation process is displayed in Table I, The

data illustrated are for occupation of general secretary. The complete data for each of the

et .



three accupations resulted in the final instrunent used in the pilot test, The complete data
appear in Appendix G,
TABLE ]
EXAMPLE OF THE AGGREGATION PROCESS FOR THE OCCUPATION OF GENERAL SECRETARY

Ao DOT revised activity statement raads:
"lakes dictation in shorthand or on stenotype machine,"

B, Amerman and Pratzner's statement describing the same activity reads:

"Write shorthand fany system)" - lequal to revised DOT),*
C. Borcher's corresponding activities read:

"irite shorthand (any system)" - (equal to revised DOT)

"Write shorthand for'more than - \greater than revised DOT) one person but only
one at a time,"
. "lake dictation over the telephone” - (greater than revised Do),
"Take dictation at the typewriter (type dictation as employer dictates),” (greater
than revised DOT)

The final revised job activity statement was aggrevated to read:
"Take dictation in shorthand (any systen)."
*NOTE: This activity statement by Awmernan and Pratzner is equal to the revised DOT state-

 8 mm.AﬁﬁEMHLHMHtMBwﬂﬂEtﬂ;hbﬁﬂﬁ@d%ﬂ@ﬂm,ﬁwaﬁﬂb
v ties relate to the DOT and Ammerman/Pratzner activity descriptor,
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Summary of Job Activity |dentification Process

Once the revised job activity lists were aggregated by combining the DOT, Améérman/
Pratzner and Borcher et al. listings, a final check of the comprehensiveness of the revised
listing was made. This checking process involved comparing the broad activity statements,
1dentified by Ammernan/Pratzner and Borcher et al. and the tasks subsumed under each of them
with the revised job activity statements for the three occupations, 1If, as a result of this
ccmparisaﬁ, a void was discovered in the revised job activity statement list(s), additional
new job activity statements were added to the final listing. These new statements resulted
from an aveflay of the Ammerman/Pratzner listing with that of Borcher et al,

Once the agqreqated job activity list was finalized, the job activity field review
instrunent vas developed, A separate but similar instrument was designed for each of the three
occupations, .

Seven persons (internal and external to the National Center for Research in Vocational
Education), experienced in each of the three occupations, were asked via the field review
instruments, to rate each of the job activity statements according to a seven point scale similar
to that used by Hemphill.  These persons were also asked to critique: (1) each job activity

Statement in terms of correctness and appropriateness, (2) the rating scale in terms of clarity

g o 9
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- and appropriateness, and (3) the general design of the instrunent, In addition, each respondent
Was to indicate any job activity staterents yhich should be added to the list and to rate these
ammmmmmmﬁwmmmMMa@mﬁGWEEWMﬁﬂﬂMMmHﬁ
their accompanying instructions for completion, |
| Once the internal field review data were collected, they were compiled and used to revise
the job activity statements fér each occupation, A job activity statement vas deleted from the
Listing if it received a median ranking below 3,0 on the rating scale, The remaining job ac£ivity
statements vere then revised i accordance with the field reviewer's coments, if more than one
reviever suggested a sinilar alteration, Additions to the job activity statements were nade
according to the same criteria, Avpendix ¥ contains the results based on the fielﬁ review of
the Job activity statements, The final compilation of the job activity statements remained
mMMMmmmmmmmmmwmmmmmmmmmE
completeness of the job activity statenents, no additions or deletions vere made by the internal
respondents, ﬁkpmmﬁ,m@bmmemeﬁﬂshrﬂeﬁmlﬁbﬂﬁﬂW5ﬁmmmShr

each occupation used in the pilot test,




Job Activity-by-Occupation Instrument Development

s Pollowing the field review of the{jébuaétivity statements, the development of the .'z:-
detivity-by-Oceupation Instrument began. The Job Aotivity-bu-Oceupation Instrument developed
was essentially the same as the job activity internal field review instrument, The instrument
was designed to further validate the completeness of job activity statements by using practi-
tioners in the field as respondents to détermine if further revisions of the job activity state-
ments vere necessary, As shown in Appendix I, this instrunent contained the listing of ‘ob
activity statements: twenty-two for the occupation of general secretary; twenty-one for the

occupation of autonative mechanic; and twenty for the occupation of business data programmer.
Key Attribute Identification Process

The second major procedure wasn undertaken to deternine a method of identifying and quanti-
fying human attributes or characteiistics common and or attributable to individuals. This pro-
cess included determining a way of describing human behavior in measurable terns. A thorough
review of the literature was undertaken to find an available inventory which measured the follow-

ing major cateqories:

-\1«62 :



a. leneral Veeeevenez Japabilities defined as knowledges and skills which are
relevant to a wide variety of occupations but which are more occupationally
specific than basic aptitudes and academic abilities, General vocational
capabilities can ke thought of as falling on a hardvare-to- ~people continuum divided
into the following cateqories: Mechanical: Elsctrical; Spatial (including
structures and layout and visualization); Chemical- -Biological; Symbolic
(including numerical operations and verbal communication): and people,

b. Cognitive Abilitics defined as general and relatively stable intellectual
capacities involving perceiving, recognizing, remembering, conceiving,
reasoning, creative thinking, judging, etc, Cognitive abilities are pre-
requlelte to performance on a wide variety of epec1f1e tasks, A distinguish-
ing characteristic of cognitive abilities--in comparison to psychomotor
abilities and affective states (such as needs and 1ntereete)--;e a rela-

*tively high state of consciousness or awareness of one's behavior,

€. Psyehonotor 4bilities defined as capacities involving bodily or muscular
movenent, usually in coordination with the sensory processes,

d. Sensory Capabilities defined as capacities involving bodily or muscular
movement, usually in coordination with the Sensory processes,

e. Ietereete defined as preferences for, attractions toward, or linkings of
various classes of activities and the contexts associated with these activ-
ities. Interests are measured by questions concerning the examinee's

preference for or strangth of attraction to such things as job activities,
hebblee, recreational pursuits, and leisure activities.

f Neede defined as preferences, desires, or felt wants for various classes of
outcomes and conditions which, for the respondent, are associated with satis-
faction or'reward. Needs are usually measured by questions concerning the
examinee's preference for or strength of attraction toward specified out-
comes or conditions,

64 0. The Interests definitions (itens 43-86) vere adapted from Ohio Voeational Intevest
Survey, copyright 1969 by Harcourt Brace Jovanich, Ine,

b, The Needs definitions (items 87-103) were adapted from the Menual for the Wimmesots
Importance Questionnaire, eopyright 1971 by the Week ddjustment Project, Industrial Relations

Center, University of Wimesota,
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of the three occupations, automotive mechanics, gemeral secretaries, and business data pro-
grammers (specified during the job activity identification process discussed previously), is

divided into three phases.

Phage I. During the first phase, definitions of the 193 human attributes identified by
Neeb et al. were edited for sex stereotyping. Editing‘wag based upon the work done by the
United State Department of Labor to accempany the Dictiénary of Qccupational Titles,  Once
-editing for stercotyping was complete, the 103 attribute definitions were compiled and.bound to
form one part of the Occupation-by-ditribute and Job Activity-by-Attribute rating instruments

for each of the three occupations, Appendix J contains the edited 103 attribute definitions,

Phase II. The second phase of the process for identifying the key attributes from among
the total ¢f 103 involved t£E devel@pment‘af two rating instruments, i.e., Oceupation-by-
Attribute Instrument and Job-Activity-by-Attribute Instrument. The 103 attributes were listed
by title on each rating instrunent so that the rating sheet could be reduced tégz=hanageable
size. The definitions of attributes, edited in Phase I of this process, accompanied each
rating instrument to provide respondents with the opporturity to refer to definitions and
examples of attributes, The rating scale for each instrument is a seven point scale similar
to that used in the job activity identification process.

LAy
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Phase III. 1In phase three of the process for identifying the key attributes for each of
 three occupations and also fér Each of the kéy!jab activities, nine persans (supervisors and

" workers employed within each accupatlan), were asked ta rate each of the 13 attributes regard-
ing their need/lmpcrtance on a seven point scale for successful perf@rmanc& in the occupation
or the job activity. Appendix X contains a sample of the Job Agtivity—by=Attﬁibuté Ingtrument
without the job activity statements. Instructions to the respondent accompanied each rating

| instrument Similar instruments were used far each accupatlan

| The next EEﬁtiun identifies the respondents sampled in this pilot test phase and discusses

the results from the pilot test data,

-
£
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Description of Respondents

‘\‘i' The pilot teet respondent data analysis provides a brief descriptive analysis of the sample
surveyed in the pilot test. It includes an extensive breakdown for each eeeupetiee regarding
type of position held within the occupation, type of business, average nu..er ef‘yeere employed
within that position and where the training was reeeived! This information is p:evided for

both instruments used in the survey and is intended to be informational for purposes of select-

ing types of pezeehe in replicating this procedure,

i

GENERAL SECRETARY

Oceupation=by-Attribute Instrument - A total of nine persons were sampled in the Oecupa-

tion-by-Attribute Instrument--five workers and four eupervieere;

Present job peeitiene;ee:e primarily in the general secretary and executive secretary
category for workers and in the executive eeteqefy for supervisors.

The typee of businesses in whieh most resnondents were ennloyed fell in the categories of
behking/finance, distribution (wholesale/retail), and insurance, This was true of both super-

“visors and workers,

0 R
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The average numher of years employed cn‘the present job was 4.4 years for workers
~and 6.5 years for supervisors, The average mumber of years employed in the secretarial
 field was nine for workers and féurtéen for supervisors, On the average, workers
generally performed their secrétarial duties for four persons and supervisors for one other
person, On the average, workers worked ﬁith no other secretaries in perfcrﬁing their secre-
tarial duties and supervisors warkedeith four persons in perforning their duties,
Both workers and supervisors primarily received their secretarial training either in
public secondary schaél or pri#ate business school. Additionally, both supervisors and workers

indicated that on-the-job training and/or callege or university experience provided training.

Decupation-by-Job Actvity Instrument - A total of ninei;ersans vere sampled in the
%MW%W%yhbMﬁﬁWI%ﬁmwﬁ ﬁwwxﬁﬁaﬁfmfﬁ@wﬁwa |
| Present job positions Qere primarily in the general secretary category for workers and
in administrative assistant category for supervisors.
Again, the type of business in which most respondents were empl@yed' fell in the cate-
gories of banking/finance and insurance for both supervisors and workers.
The average nunber of years employed on the present job was seven for workers and three

for supervisors, The average number of years employed in the secretarial field was six for

s

ke 2

'?gkmrkers and thirteen for supervisors. On the éﬁerage, workers generally performed their
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secretarial duties for three persons, and supervisors for an average of elghteen persons.
Workers, on the average, worked with one other secretary in perfarming their secretarial
duties and supervisors worked with Lwo other persons in perf@rminé their duties,

Both workers and supervisors primarily received their secrétérial training in elther public
secondary school or on the job.

o

J0b_Aetivity-by-Attribute Instrunent - Seven persons were sampled in the Job Activity-5y-

Attribute Ingtrument, four workers and three supervisors.
“Present job positions for vorkers vere primarily in the administrative aide, personnel
officer, and section officer categories. Job titles for supervisors included office manager and
adninistrative aide,
The type of business in which most respondents were employéd again fell in the range of
either banking/finance or insurance for workers, and banking/fiﬁance for supervisors,
The average number of years employed on the oresent job was 4,7 years for workers
and 7 years for supervisors. The average number of years emélayed in the secretarial field
was 17.7 years for workers and 15 years for swpervisors. Morkers generally serformed their
. secretarial duties for three persons and supervisors for 1,066, on the average.
.Wgﬁkgts, ﬁﬁ the average, wbrked With two other secretaries in performing their duties and
supervisc:s worked with twenty-six sther sécreﬁaries in performing their duties.

and supervisors received their training in public vocational-technical schools,

t
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E&éﬂgﬂg - Respandentslacrsés the three instruments were generally employed in the general
secretarial, administratiﬁe aide/assistant, or executive secretary category. Most respondents
were employed in the bankiﬁg/finance and/or insurance settings, This was true for both super-
visors and workers. »
With respect to the Occupation-by-Attribute Instrumant, rESPandents represented a total
of forty-eight years of work experience, “wenty-two years for workers and twenty-six years for
supervisors; and had worked in the secretarial field for & total of 104 years, forty-five years
mer vorkers and fifty-nine YéafE for supervisors, Respondents performed their ;;éks fora
total of twenty-four personsiitwen§y‘persans for workers énd four persons for superviégfsssand
worked with a totél of eighteen étheﬁ persons in performing their secretarial duties; one per-
son for vorkers and seventeen persons for supervisors, For both supervisors and workers, traiﬁ=
ing in the secretarial field was received either in public secondary school or private business
school, Both supervisors and workers indicated that Qn-the=j§h training and college or —
sity experience also provided training, | |
With respect to the Oceupation-by-Job detivity Instrument, respondents represented a total

of fifty-one years of work experience--thirty-eight years for workers an? thirteen years for

| SHPETVisgrg;:éndjigéyﬁafieain the secretarial Hield for a conbined total of elghty-six years,
thirty-to yearéﬁféf workers and fifty-four yearé for supervisors, Respondents generally per- ;7?4

6 fommed their tasks for eighty-nine other persons--fifteen persons for workers and seventy-four

O
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© persons for supervisors-

-and worked with a total of sixteen other persons in per.orming their
secretarial duties. Workers worked with eight other persons in performing their duties and
supe:viscrs Worked with eight other persons in performing their duties. For hoth SUDervisors
and workers, training in the sesretarial field was received in public sacondary school and on
| _the job. | |

With respect to the Job Activity-by-Attribute Ingtrument, respondents represented a
supervisors. Respondents zepresented a total of 116 years of experience in thé secretarial
f1eld--seventy-one years for workers and forty-five vears for supéi%isorsi Respondents gener-
ally performed their secretarial duties for a total of 5,612 workers--twelve persons for workers
and 3,600 f@f supervisors. This extremely large numbér is due to the large number of person-
nel under the suparvision of une 1nd1v1dual in the sample. Workers and superv1sors worked with
a total of nlnety other persons when perfarmlng their secretarial duties--ten persons for
“Workers and eighty persons for supervisors. For hoth supervisors and workers, public véca-

tional-technical school and on~the-job training provided secretarial training in the field.

~~F
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BUSINESS DATA PROGRAMMER

P S, _ o ) ! o
Decupution-by-Attribute Instrument - A total nunber of nine persons were sampled in the

Cééupatian-&;aﬁttﬁibute Instrument: five workers and four supervisors,

Present job positions for workers vere primarily senior programmers and programrers, and
job positions for supervisors included a wide range of job titles: project leader, manager of
application system and programs, data system supervisor, and graup leader (systems analyst).

The ﬁype of business in which most respondents were employed fell in the category of
‘retirement system for workers, and the category of government for supervisors.

The ;verage number gf years that workers had worked on the job was 5.4 years and
the average number of years for supervisors was § years, The average number of yearsj
employed in the date processing field was 10 for workers and 10.5 for supervisors,

Workers received their training primarily from: (1) on-the-job experience, (2) equip-
ment manufacturing training program, (3) college or university, (4) private business school,
Supervisors primarily received their training from (1) on-the-job experience, (2) military
training school, (3) company in-plant training school, and (d) equipment manufacturing training

program,
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Cocupation-by-Job Aetivity Instrument - A total number of nine persons were sampled in

the Soeupationeby-Job Activity Instwimens, five workers and four Supervisors,

Present job positions for workers were in the cateéary of systems and procedure, and
analysts, and in the categery of management and Jata processing for supervisors,

The average nunber of yeérs that workers vere enployed on the job was 1.4 years
and the average for supervisors was 2.5 years. The average number of years that respéndents
were enployed in the data processing field was 6.6 years for workers and 9.7 vyears
for supervisors.

Workers received their training primarily from: (a) on-the-job training, (b) public

vocational-technical schools, (c) colleges and universities. Supervisors receivad their train-

ing primarily from (a) on-the-job training and (b) equipment manufacturers' training program.

J;@fAéﬁiui;gfbgfgﬁ§ribgﬁgfIngtrymegp - A total number of seven persons were sampled in

the Job Aetivity-by-Attribute Instrunent, five workers and two supervisors,
Present job positions for workers were primarily systems and procedures analysts and
programmers, Supervisors' job categories were in the area of assistant manager (systems pro-

The type of business in which most respondents were employed was in the area of distri-

hution, government, and retail business. This was true for both supervisors and workers.

&
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The average number of years employed in the field of data processing was 4.3 years
for workers and 14 years for supervisazéi

Workers received their training primarily from: (1) on-the-job training and (2) college
and universities. Supervisors received their tzaining primarily on the job,

Summary - Respondents across the three instruments were gemerally employed in the fields
of senior programmer and systems and procedure analyst, Meé} respondents were employed in gcverﬁ!
ment, retirement-system, insurance, banking/finance, and distribution settings, This was true
for both supervisors and workers.

With respect to the Oceupation-by-Attnibute Instrument, respondents represented a total of
fifty=ﬁine years of work experience--twenty-seven years for workers and thirty-two years for
supervisors=-and had worked in the business data programming teld for a taﬁéi of ninety-five
years--fifty~three years for workers and for:y-two years for supervisors, Respondents received
their data programming experiences from the following sources: (a) on-the-job training, (b) mil-
1tary school, (c) company in-plant school, (d) equipment manufacturing training school, and
(e) colleges and universi’: s,

With respect to the Uecupation-by~Job Instrument, respondents represented a total of seven-

i

worked in the business data pfégramuing field for a total of seventy-two years--thirty-three | 855

‘4 ! o i . - R
Ndyears for workers and thirty-nine years for supervisors. Respondents received their data
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programming experiences from the follewing sources: (a) on-the-job training, (b) equipment

university experience.

With respect to the Job-dctivity-by-Attribute Instriment, respondents represented a total
of twenty-one years of work experience--seven years for workers and fourteen years for super-
visors and had worked in the business data progremming :ield for a total of fifty~two years-.
twenty-four years for workers and twegty-aéﬁht years for supervisors, Respondents received
their data prograwing experiences from the following sources: (s’ on-the-job training,

(b) equipment manufacturing training program, and (c) college or university experience,

AUTOMOTIVE MECHANIC

Dccupation-by-Attribute Instrument - A total number of nine persons were sampled in the

Jecupation-by-Attribute Instrument, five workers and four superfiscrsg

Present job positions for workers were in the field of automotive mechanic category.
For supervisors, job pcéiticns included a wide range of 5Db titles: service advisor, service
manager, and garage owner,

The type of business in which respondents were‘emplﬁyed fell in the categoriss of new
car deuier and independent garage. |

The average number of years that vorkers had worked on the job was sixtesn years, and
the average number of years supervisors ha¢ worked on the job was sixteen years,

O
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Workers recelved their experience from the following sources: on-the-job training and
compuny training programs. Supervisors also responded that on-the-job training programs and

company training programs were their source of training in the automotive mechanic field,

Oceupation-by~Job detivity Instrument - A total number of nine persons were sampled in

the Cseupation-by-Job detivity Instrument, five workers and four supervizors.

Present job positions for workers ware in the ares of automotive mevhanics. For super-
visors, present positions included the following ranges of ob titles: automotive mechanic
and service manager.

The type of business in which }espcndents were employed was the new car dealezship,. This
was true for both supervisors and workers,

The average number of years that workers had worxed on the jor was 14,8 years aud super-
visors had worked on the job fo: aﬁ average of 17 yearr

Workers received their training in the field of automotive mechanics from the following

sources: (a) on-the-job training, (b) private automotive mechanic school, and (c) company
training program. Supervisors - 'aived their training from: (a) on-the-job training and

(b) private automotivé mechanic school.

{Gb_§§§§Qity¥%y—4ﬁtributi_iﬁiirumanﬁ - A total number of nine persons were sampled in the
30
<y

Job detivity-by=Attribute Instru~.+t, five workers and four supervisors.
NG Present job positions for workers were in the field of automotive mechanics, For super-
visors present positions were in the category of eqvisment maintance supervisor and shop

o aperson,
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Both supervisors and workers vere employed in the new car dealership business, Super-
visors had worked on the average of 31,7 years in the field of automotive mechanics and
workers had 5.4 years of exverience in the automotive mechanic field.

Workers reported receiving their automotiva mechani; experience from on-the-job training,
Supervisors reported receiving their ex;erience from company training programs and on-the-job
experience,
motive mechanic field. Supervisors were also employed in the automotive mechanic field, but
in a varlety of canacities including service manager, equipmcat raintenance sugervisar, shon
foreperson, service advisor, and garage owner.

With respect to the Occupation-by-Attnibute Instrument, respondents represented a total of
145 years 6f’j@5 experience=-cichty years for workers and sixty-five years for supervisors.
Resporlents received their automotive mechanic training from the following sources: on-the-job
training and company training programs.

With resp:ct t the Ocoupation-by-Job Aetivity Instrument, respondents represented a total

- of 142 years of work experience=;seventyafau: years for wotkers and sixty-eight years for super-
' |
visors. Respondents received their automotive mechanic experie e from the following sources:

on-the-job training, private automotive mechanic school, and company traiaing program.
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With respect to the Job letivity-by-Attribute Instribute Instrument, respondents repre-
sented a tot.. of 154 vears of work experience--27 years for workers and 127 years for

supervisors. Respondents received their training in automotive mechanics from the following,

sources: on-the-job training programe and company training proc ams.
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Data Analysis

This section identifies the procedure used, and portrays an cwalysis of the results ob-
test data, with respect to the three instruments, Oceupation-by=Job detivity, Oecupation-by-
azsvitute, and Job detiviey-by-4tiribute are presented so that refirements and revisions
could subsequently be made. The res.lts of the (eeupation-by-Job Aetivity analysis
are presented first; the results of the Occupation-by-Attribute analysis are presented next

and the results of the Job-feiivity-bu-Attribute analysis follows.
Occupation-by-Job Activity Instrument

For each occupation (general secretary, business data programmer, and automotive mechanic),
respondents were asked to rate the importance of each job activity to their occupation using
a seven point scale: 0, not important; 4, important; and 7, very important. MNedian scores

were used to determine how respondents feit with respect to importance of job activities,




Three point five (3.5) was the median score used to determine those activities which respondents
felt were not important or marginally important, Median scores also serve as a determinant for
delimiting those job activities which fell below three point five (3.5) during field testing,
An analysis of the results showing only not important or marginally important job activities
ig ;resenteé in Table 2.
Table 2
GENERAL SECRETARY

JOB ACTIVITIES RATED AS NOT IMPORTANT OR MARGINALLY IMPORTANT
USING 3.5 MEDIAN SCORES AND BELOW

Workers

i

116 " 7
i I 16 16

20 | 18 18

*denote job activity nunbers
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The job activities which all respondents felt were marginally important or unimportant for the
- occupation of general secretary were:

(1§) arrange travel schedule, make travel reser-
vations, and prepare vouchers for personnel

(18) supervige clerical workers

For this r25pective«p£iot'£ést, respondents across roles were not involved in making
travel reservetions, etc., or supervising clerical workers. These particular job activities may
or may not be performed by secretaries in other job environments. There exists supporting
evidence to include and not eliminate these job activities in the field test baséd on the 50T
job description,

Table 3 provides an analysis for the occupation of automotive mechanic

Table 3
AUTOMOTIVE MECHANIC

JOB ACTIVITIES RATED AS NOT IMPORTANT OR MARGINALLY
IMPORTANT USING 3.5 MEDIAN SCORES AND BELOW

Nt ] N=0

=5

Workers Supervisors Tota,

*10

16

[l
Lo

19
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There was no job activity which all respondents felt was unimportant or narginally important for
the job occupation of automotive mechanic, |
Table 4 provides an analysis for the occupation of business data programmer,
Table 4

BUSINESS DATA PROGRAMMER

Horkers

———————

Toal

10 |

3 10

16
19
20

*denote job activity numbers )
The job category which all respondents felt was marginally important or unimportant for the data
business programmer occupation was (10) write program for local ome time use. The nature of tgL
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Job of business data programmer may suggest that the programmer is capable of writing a program
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" which can be adapted or utilized for more than one occasion, It is doubtful whether this job

activity will be retained in the field test.
Occupation-by-Attribute Instrument

Oecupation-by-dttribute Instrument - Respondents were asked to rate the importance of each.

£y

attribute in each respective occupation--business data programmer, general secretary, and auto-
motive mechanic--using the same seven point scale as used in the Decupation-by-dob Aetivity
Instrument, Median scores were again used to determine how respondents felt with respect to

importance of the job attribute for a particular @ccupatiéng

~across all three occupations or which were eliminated by respondents across all three occupations
using the three point five (3.5) nedian score to rate significant or non significant, a com-
parison is pﬁovided in Appendix L for this respective sample surveyed, Additianally, £0 pro-
vide further comparison of attributes across the three occupat'onal areas, the data for attri-
butes rated by respondents as three point zero (3.0) and above are provided.
The attributes presented in Table 5 are the attributes which remained significant at a
three point zero (3,0) level and above, Again, a comparison is presented across the three

occupations. The data are disolayed across the three occupations in order to _ovide a visual
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comparison across occupations and respondents sampled,

It vas intended that the Occuparion-by-Attribute Instrument would provide a means of
identifying those attributes which respondents felt were unimportant or marginally important
for a particular occupation withaﬁt‘regard to the job activity performed within the occupation.
This procedure was also intended to provide an approach to developing a methodelogy for ﬂéliﬁit=
ing those attributes which may have been insignificant for inclusion in the field test, For
example; within certain occupations, particular attributes may not be as significant as others,
This was particularly trus for categories concerning general vocational capabilities, cognitive
abilities, and psychomotor capabilities, - This would tend to suggest that less emphasis might
be place¢ on certain attributes within these categories irrespective of occupation and more
emphasis placed upon actual job performance. This should not be interpreted, however, as
indicating that attributes of the job are nonessential but is merely postulated to suggest
that when attempting to delimit attributes base. ipon any sample, care should be exercised

incinde only those attributes which are essential to job performance,

An inspection of the data in Table 5 indicates very few attributes vere considered necessary
or important across occupations, However, an anaiyéis of those attributes cangiﬁerea by tiis
respondent group as necessary or important is as follows, The comparisons are made Gategori?f%}é,

Ry

As noted, comparative analysis could be made in two cateqories:
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Gereral Vceational Capabilities --

Cognitive Abilities
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Arithmetic Computations
Verbal Communiecation
Style and Grooming

Memory

Verbal Comprehension
Spelling

Deductive Reasoning -






TABLE 5

OCCUPATION BY ATTRIBUTE ANALYSIS
- ACROSS THE THREE OCCUPATIONS

Automotive

General

Business Da

~ Programmer

ta

- General Category

General Vocational

Capabilities

10,

1L

12,

13,
14,
15.

16,

17,

Attribute

Tools

Mechanical Systens

‘Stationary Machine and

Equipment Operation
Vehicular Operation
Connections and Pittings
Fluid Sysﬁéﬁs ‘
Measuring Instruments
Electricity

Layout and Visualization
Structures

Materials

Chemicals

Foods and Cooking
Blological Systems
Medical and First Aid

Arithmetic Computation

Mechanic  Secretaty

7i0

7.0

.0
7.0
0.0
6.0
6.0

1.0

4.0

4.0

3,0




 General Category

TABLE 5

OCCUPATION BY ATTRIBUTE ANALYSIS
ACROSS THE THREE OCCUPATIONS

_ Attribute

Automotive

- General
_Mechanic Secretary

Business Data
Programmer

~ General Vocational
- Capabilities
- (Continued)

* Cognitive Abilities

20,
21!

22,

23,

24,

2,

27,
28,
29,
30,

31,

32,

33,

3,

. Clerical

Verbal Communication
Sales

Service

Dealing with Social .

Situations

Etiquette and Social
Service

Style and Grooming

. Closure

Form Perception
Perceptual‘Speed
Spatial Scanning
Spatial Orientation
Visualizatian

Number Facility
Memory

Verbal Comprehension

Grammar

39

4.0

3.0
3.0
6.0

3.0

7ii0

6.0

5.0

1.0
4.0

1.0

6.0

3.0

5!0
5,0

3.0

Lif



 General Category

TABLE 5 (Cont.)

OCCUPATION BY ATTRIBUTE ANALYSIS
ACROSS TAE THREE' OCCUPATIONS

Automotive

_ Mtribute - Mechanir

Genera)

Secretary

Business Data
Programmer

Cognitive Abilities 35, Spelling a0

(Continued)

Psychomotor Abilities

36,

40,
41.
42,
43
44,
45,
46,
47,
48,
49,

50,

51,

52,

Expressional Fluency
IdeatianalyFluency

Sénsitivity to Problens 5.0

+ Deductive Reasoning 60

Inductive Reasoning | 3.0
Originality 4.0
Social Intelligence
Resthetic Jud;gment
Musical Aptitude

Control Precision . 6.0

Multilimb Coordination 7.0

Reaction Tine | 6.0
Eye=Hand Coordination

Manual Dezterity I 7.0
Pinger Dexterity ‘. 7.0
Arm=Hand Steadiness r 6.0

Explosive Strength 'f 4,0

. 0o

1.0

6.0

40
4.0
30
5,0
6.0

6.0

3.0

!1 .f




TABLE 5 (Cont.)

OCCUPATION BY ATTRIBUTE ANALYSIS
ACROSS THE THREE, OCCUPATIONS

Mutomotive - General Business Data
_Mechanic _ Secretary ~ Programmer

ﬁG§n§;§;mCategéry - Aﬁ%zibute___
fPsyéhamotﬁrAbilitiEESB. Stéiic%treﬁgth . 5.0 T
‘ . Dynamic Strength 6.0 , —
55, Body Squilibtim Y 1_ L
‘ %, Stamina 1.
;Sensary Capécities .57, Near Visual Acuity 7.0 6.0
| 58, Far Visual Acuity 4,0
59, Depth Perceétién - 4.0 o R
60, Color Discrimination . . o
61, Auditory Aouity | 5.0 . —

62, Tactual Discrimination 4,0 : |

e i,

i




Symnary = A review of the findings for the Oecupabion-by-Attribute Ingtrument clearly
indicates that no established pattern could be identified across occupations for eliminating
attrlbutes. It appeared that an attempt to do so based solely upon the input from the relatlvely'

small pllat test sample nay be premature and biased. It may be anticlpatedr however, that

| chELderlng ather DCCUpEtlDﬂS which were not 5ampled in the pilot test would result in different

“attributes being retained or eliminated, Therefore, based upon the results of these findings
and in consultation with the Project Advisary Committee, the decisiorn was made to use in the

- subsequent field test only the following three categories of attributes: cognitive, sensory
mﬁmmm.Rmﬂ@%@mmmﬂ@MﬁMMmﬂmﬁ&%ﬂmﬂ

‘vocational capabilities were appropriately addressed in some dimension within thé three general |
categories of eithe;.cagnitive, sensory, and/or psychomotor and that other available instruments
would also be recommended to users which address the question of discerning interests and needs
of individuals., The elimination of the categories of general vocational capabilities, interests,
énd neeas resulted in an instrument easier to ﬁse by respondents and users. It alsc shortened

the overall tine needed to adninister the instrument.

Job Activity-by-Attrioute Instrument

Respondents were asked to rate the importance of each attribute by job activity in each

ii‘
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=

E C RO Ry



“‘féspective accupati@n' general secretary, business data pragfammer; and automotive mechanic
um@mmmmmmmmm®@MMMMMMmﬂmW

‘pose of this final process was to determine what commonalities, if any, existed across job
attributes and occupations vis-a-vis job activities, Althouch fob activities acrnss the three
occupations wefaiaissimila:, the intent of this procedure was to deternine any sinilarities

- with respect to those attributes which would remain or be deleted across occupations, In
crder’;o nake an adequate comparison, the data are displayed in their original form across the
three sccupations and under general categorical labeling.

3 complete matrix for the Job Activity-by-Attribute Ingtrunent is displayed in Appendix M
for the three aacupatianal areas: automotive mechanic, general secretary, and business data
mwﬁm&.Hm@aﬁﬁﬂﬁsn&ﬁ@hﬁdm@rﬁeﬁnwmgﬂxﬁﬁwﬂﬁ:gﬁﬂﬂvm&
tional capahilities (1-24); cognitive abilities (25-44);-psychomotor abilities (45-56); sensory
capabilities (57-62); interests (63-86); and needs (87—103)i Medién scores of three.paint five
‘(3.5} were used to determine which attributes rated by,total respondents across the‘threé

Em@ﬁﬁmlﬂﬁswmcmﬂﬁﬁdﬁwﬁmﬂt ﬁémmmeﬂuﬂm3£mﬂﬁnmﬁﬁam
jv'iabcﬂre:aé?:«a a requirement level for inclusion in the Job Aetivtty-by-Attnibute Ingtrument was to
determine any commonality viich may have existed across the occupations vis-a-vis for activi-

ties, MWEEW$pHEﬂ@mnﬂmgm2ﬂiﬁﬂ@ﬁﬁin%ﬁhﬁﬁﬁﬂﬂaﬂﬂMESWﬁ
rated as significantlbetween three point zero (3.0) and three point five (3.5) and three point

1@1’?& (3.5) and above. The three point zeto (3.0) cut off score was included as a further vali-

A untoxt provided by exic [l
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~ dation to discern any measurable significantdiffeféncés between those attributes rated at three
point five (3.5) and above and the attributes rated between three point zero (3.0) and three
| point five (3:3).

As mentioned in the results of the Oecupation-by-Attribute Instyument, N0 attempt was made
to delinit any human attributeslbased solely upon the results of this pilot test. Therefore,
in the field testing of this instruﬁent, the decision was 7ade by the project staff in concert
with the Project Advisory Committee to use only those attributes which‘again fell within the
following three general cateqories: cognitive, semsory, and psychomotor. The catecories of
qeneral vecapian capabilities, inteérests, and needs were eliminateu,

It is further noted that both instrunent, i.e., Oceupation-by-Attribute and Job Aetivity-
by-Attribute, are used mutually exclusive of each cther": In other words, human attributes
requirements as perceived by the pilot test rispondents may be different when cansidering the

occupation alane as opposed to considering the job aet1v1tles performed within the total occu-

pation, However, the following results address the respondentﬁ perception across all three

Genergl Vocational Capabilities - Inspection of the attributes under generzl vocational

190

capabilities for the nccupatien of aut@mctivg‘meghéﬁic suggests that those attributes which

li 9( esnen&ents felt were important to demanstrate included:  tools, mechaﬂical systems, stationary

Al
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aforenentioned attributes appear to fall within the hardware area considering the hardware-
to-people continuur, emphasizing mechanical, electrical, spatial (including struétures and
layout and visualization) capabilities,

Th;se attributes which appear to form a cluster under general vocational capabilities
for the occupation of general secretary using the three point five (3.5) median and above
score included only the following: élerical, vetbal communication, and style and grooming.
This would suggest on the hardware=-to-people continuum that respondents felt the knowledge
of people Was a mere important skill to ;cquire.

On the ather-hand, for the occupation of business data programmer uader the category of
general vocatiorial capabilities, the cluster of attributes were found in the area of numerical
operations, including arithmetic conversions and arithmetic computation, sugresting that
for that particular occupation, numerical operations is an important and/or necessary éttria

bute to demonstrate.

Cognitive Abilities - The findings in the cateqory of cognitive abilities show a much

closer similarity across occupations particularly between the occupations of general secretary
and business data programmer. This might be expected since this category is concerned with
relative intellectual capacities involving perception, recognition, reaching conclusions, ete.,

which are capacities endemic to most occupations, The same, however, was not true for

NG
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qutomotive mechanics. Respondents felt that the only attributes which were important in this
occupation and which formed a cluster included: visualization, nerory, deductive reasoning, and
inductive reaéaning;

occupation and included the following: memory, verbal comprehension, expressional fluency,
1deational fluency, sensitivity to problems, deductive reasoning, inductive reasoning, and
originality, Clusters which appeared in the data orogrammer category but not in the other

occupations yere attributes concerned with number facility, Grammar and spelling did appear

to be important attributes for the occupation of general secretary as expected.

Psyohomotor Abilities - Psychomotor abilities involve bodily movenent, usually in co-

ordination with sensory processes, Identifiable clusters were found in both automotive
mechanic and general secretary occupations. Those attributes included: control precision,
multilinb coordination, reaction time, eye~hand coordination, manual dexterity, finger dex-
terity, and arm-hand stesadiness. Additinnaily, under the occupation ol automotive mechanic,
respondents indicated that bodily equilibrium was a significant attribute to demonstrate.
Regarding the @;cupatian‘af business data programmer,.jt appears that bodily or muscular

coordination is not an attribute of importance. °
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Sensory Capabilities - Attribute relationships across the three occupations were not
significaut in the cateqory of sensory capabilities, The only attribute which appeared
across the three occuvations--automotive mechanic, ceneral secretary, and business data pro-
granmer--vas near visual acuity, walch was nredictable since it deals with the ability to
visually discriminate detail at normal reading distance or less,

For automotive mechanic, additional attributes which vere indicated as important included
the folloving: far visual acuity, depth pérceptign, and color discriminatio@. It vas interest-
ing to note that respondents for aﬁt@mative mechanic did not feel tactual discrimination was an
important attribute to possess, Auditory acuity was the anly\gther additional attribute to
show any type of cluster pattern for the occupation §£ generalAéecretaryi This finding could
be expected since some secretaries have to transcribe from-a dictaphone machine and the attri-

bute of sound and/or hearing is needed to perform this function.

Interests - This particalar category is concened with preferences for, attractions tovard,
or liking of various classes of activities. Therefore, it was predictable that no attributes
would cluster across occupations. The noticeable exception was the numerical attribute which
appeared in both data programmer and general secretary, However, for the occupation of auto-
motive mechanic, the following internal clusters were noted: ‘inspecting and testing, crafts
and precise operations, and training, The only internal c1u§£ers presented in the general

secretary occupation included: clerical work, numerical, and promotion and communication.
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These attributes also appear to be consistent with those listed under general vocational
capabilities for business data programmer, which include arithmetic computation and arith-
metic conventions.

Yeeds - This final attribute category is also concerned with preferences, desires, or
felt wants for various classes of outcomes or activities, As night be expected, when respond-
ents had an oppartunity to answer on a level of desirability, more clustering patterns across
occupations vere noted, The sinilarity in clustering of attributes across accupa,tidns Was
most noticeable in the following attributes: ability utilization, achievement, activity, com-
pensation, co-workers, responsibility, and working conditions. Within the occupation of auto-
motive mechanic, the clus@er of attributes not previously mentioned included: recognition,
security, and variety, |

Further exanination of the matrix revealed the largest clustering of attributes for the
Dccupatlnn of gereral secretary, Thls Was true for both total clustering of attributes across
general categorical listings and occupations, ALl attributes in the cétegary for the occupa-
tion of general secretary displayed a clustering pattern including those attributes previously
nentioned and the following: advancenent, authority, creativity, independence, moral values,
responsibility, and social service,

Finally, with respect to the occupation of business data programmer, the least number of




Sumary - As previously mentioned, no attempt in this process vas made to delimit attri-
butes predicated on the preceptions of the pilot test respondents, but merely to provide some
indications of the attributes necessary to perfom particular types of job activities, As
indicated, patterns of commonality of attributes could not be clearly established, This suggests
aqain, that for certain types of occupations,and depending on the jabiactivity within that
éccupatian, certain human attributes will be required to perform that accupaiiﬁn and/or job
mmmﬂmm@ammﬁMMmmmmm.mmmmHMMmmmm
requirenents in both the job activity and for the occupation will provide the users, i.e.,
vocational c@ﬁselars, placenent personnel, rehabilitation cauﬁselars; etc,, with Ecﬁe quid-
ﬂﬁiﬁ@@ﬁﬁwimwﬁﬁh;Inﬁﬁrmﬂarmﬂ&mﬁsﬂtﬁh@maﬂﬂﬁﬁvay
significantly with respect to attributes required for the occupation as opposed to attributes

required for the aggregated job activities within the occupations.

13
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CHAPTER I

FIELD TEST
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Field Test Procedures

- This part of the Procedures Yanual relates to all activities undertaken in the field test
ﬁMMMm@ammmmmmmmmmmmmwﬁMﬁ
in the pilot test and is predicated, in part, on the data gleaned in that research, This part
of the manual includes én analysis of the methodologies used in (a) preparing comprehensive

Dictionary of Occupational Titles statement; (b) reviewing and simplifying attribute state-

ment; (c) identifying and surveying national rispondents representative of the three occupa-

tions; and (d) analyzing the results of the field test data.
Preparing Occupational Statements

M@mwg@mmmmgmmmm@wm@mmﬁmmm

currently under revision, was found to be the most comprehensive and accessible source of refer=
ence for providing a description and list of the major tasks (job activities). Due to its

ready availability to practitioners (those in state and regional agencies serving the need of

51







Since the Dictionary of Occupational Tiles is compiled in paragraphic forn, the major

job activities were extracted and edited to conform to standard task inventory sentence struc-
ture, Tables 6 through 8 display a comparison between the paragraphic form in the Dictionary

of Occupational Titles and edited version conforming to standard task inventory sentence struc-

ture. Table 6 provides the data for comparison for the occupation of gemeral secretary, Table
7 praviées the data for comparisons for the occupation of business data progranmer, and Table 8
lprovides the‘déta for the comparison for the occupation of automotive mechanic,
| Basicaily, the same procedure vas followed for each occupation, In order to conform to
standard task inventory format, jD; activity statements were written in present third person
plural tense, All sentences containing negative adverbs were rewritten to conform to present
tense, See inétrumentati@n in the field testldata, Appendix N for the final version for the
Job Aetivity-by-Attribute Instrument used for tﬁe three occupations,
Basically, each job activity statement appears on a separatelpage of the Job Aetivity-
by-Attribute Instrument, but appears in a condensed fcrﬁ in Ap;gndix N for illustration pur-
| poses, The Occupation-by-Attribute Instrument is contained iﬁ Appendix O for the three occupa-
tions, Once the j@b‘activityistatements had been compiled, it was necersary to revise and

sinplify the attribute statements to form the field test instruments;”

[ .
L
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DICTIONARY OF OCCUPATIONAL TITLES - PiLRAGRAPHIC FORM
'~ FOR THE OCCUPATION OF GENERAL SECRETARY

5 CRETARY (clerical) 201. 368. girl friday; secretarial sténagrapher. Sched~
'S;app@;ntments, gives information to callers, takes dictation, and other-
e relieves officials of clerical work and minor administrative and business
etail; reads and routes incoming mail, locates and attaches apcrcprlate file
carrespgndence to be answered by emgjcyer. “akes dictation in shorthand
on Stenotype machine (STENOTYPE OPERATOR) and transcribes notes on type-.
ter, or transcribes from voice recard;ngs (TRANSCRIBING-MACHINE OPERATOR) .
mposes and types routine ccrrespander .~ Files correspondence and other
cords. Answers telephone and gives 1nfarmat1en to callers or routes call
o apprapr;ate official and places outgecing calls. Schedules appointments
fcr employer, Greets-visitors, ascertains nature of'business, and conducts
tors to employer or apprepriate person. - May not take dictation. May
:ange travel schedule and reservations. May compile and type statistical
fepcrts.; May supervise clerical workers. May keep personnel records
(PERSONNEL CLERK). May record minutes of staff meetings.

53




TABLE 6A 3

) DICTIONARY OF OCCUPATIONAL TITLES -
EDITED VERSION FOR THE OCCUPATION OF GENERAL SECRETARY

Read and route incoming mail.

Locate and attach appropriate file to correspondence to
be answered by employer.

Take dictation in shorthand or on Stenotype machine.

Transcribe notes on typewriter or transcribe from
voice readings.

Compose r@ﬁtine‘ccrrespandgn:e-

Type routine correspondence.

File correspondence énd_@ther records.

Answer telephone and give information to callers.
Route calls to appropriate officials.

Place outgoing calls.

Greet visitors, ascertain nature of business, and conduct
visitors to employer or appropriate person. :

Take dictation.

15371
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TABLE 6A (CONTINUED)

DICTIONARY OF OCCUPATIONAL TITLES,
EDITED VERSION FOR THE OCCUFATION OF GEWERAL SECRETARY

13. Arrange travel schedule and reservations.
14, Compile and type statistical repﬁrts_

15. Supervise clerical workers.

16. Record minutes of staff.meetings.

17. Schedule appointments for employers.
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TABLE 7

DICTIONARY OF OCCUPATIONAL TITLES - PARAGRAPHIC FORM
"FOR THE OCCUPATION OF BUSINESS DATA PROGRAMMER

PRDGRAMMER, BUSINESS (profess. & Kin.) 020.188., digital-computer
Pprogrammer. Converts symbolic statement of business problems to
detailed logical flow charts for coding into computer language
‘and solution by means of automatic data-processing equipment.
Analyzes all or part of workflow chart or diagram representing
business problem by applylng knawledgé of computer capabilities,
subject matter, algebra, and symbolic lag;c to develop sequence
of program steps. Confers with supervisor and representatives
of departments affected by program to resolve questions of pro-
Jg:am intent, cutput requlrements, ;nput data acquisition, extent
of automatic programming and coding use and modification, and
1nclus;on of internal checks and controls. Writes detailed:
1991:31 flow chart in symbolic form to represent work order of
data to be processed by computer system, and. to describe input,
ﬂutput, and arithmetic and logical operations involved. May con-
vert detailed logical flow chart to language processable by com-
puter. Devises sample input data to provide test of program
adequacy. Prepared block diagrams to specif{y equipment config-
uration. Observes or runs tests of coded pragram on computer,
using actual or sample input data. Ce¥:.cts program errors by
such methods as altering program steps and sequence. Prepares
wrltten instructions (run book) to guide views, and -rewrites
programs to 1ncrease Qparatlng eff;clency or adapt to new re-
quirements. Ccmglles documentation of program development and
subsequent revisions. - May specialize in wrlt;ng programs for one
make and type of computer.
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TABLE 7A

DICTIDNARY OF QCCUPATIDNAL TITLES —

EDITED VERSION FDR THE OCCUPATION OF BUSINESS DATA PROGRAMMER

fli Analyze all or part of workflow chart or diagram represent-
o ing business problem by applying knowledge of computer
c capabilities, subject matter, algebra, and symbolic logic
. to develop sequence of program steps.
‘32;- Confer with supervisor and representatives of departments
- affected by programs to resolve questions of program intent,
S T output requirements, input data acquisition, extent of
# . automatic programming and coding use and modification, and
i 1nclus1on of 1nterna1 checks and controls.
f3§ Write detalled logical flow chart in symbolic form to
" represent work order of data to be processed by computer
system, and to describe input, output, aﬂﬂ arithmetic and
o logical operatléns ;nvalved
 4$ Convert detailed logical flow chart to language processable
| by computer.
©5, Devise sample input data to provide test of program adequacy.
6. Prepare block diagrams to sepcify equlgment Ganflguratlon.
7. Observe or run test of coded program on computer, using
~actual or sample input data. ~
8. Correct program errors by such methods as aitering program
' steps and sequence. :
Prepare written instructions (run book) t@fguide operating

efficiency or adapt to new requirements.
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TABLE 7A (CONTINUED)

’ DICTIONARY OF OCCUPATIONAL TITLES
EDITED VERSION FOR THE OCCUPATION OF BUSINESS DATA PROGRAMMER

“ng Analyze, review, and rewrite program to increase operating
- efficiency or adapt to new requlrements,

11, Cgmplle dgcumenﬁatlan of program development and =ubsequent
: revisions.

;121 Write program for one make and type of computer.




TABLE 8

S DICTIONARY OF DCCUPATIQNAL TITLE
7ARAGRAPHIC FORM FOR THE OCCUPATION OF AUTQMDT;VE ,,THANIC

AUTDMGTIVE MECHANIC (auto. serv.) 620,281, automobile repair-
man, autcmobile-service mechanic; garace man; garage mechanic;
.garage repairman. Repairs and overhauls automobiles, buses,
“trucks, and other automotive vehicles; examines vehicle and
‘discusses with customer or AUTOMOBILE-REPAIR-SERVICE SALES-
VyAN ‘AUTOMOBILE TESTER: or BUS INSPECTOR nature and extent

of damage or malfunction. Plans work procedure, using charts,
;technlcal manuals, and experlence. Raises vehicle, using hy-
.draulic jack or hoist, to gain access to mechanical units
;bolted to underside of vehicle. Removes unit, such as engine, -
‘transmission, or differential, using wrenches and hoist. Dis-
‘assembles unit and inspects parts for wear, using micrometers,
‘calipers, and thickness gauges. Repairs or replaces parts such
-as pistons, rods, gears, valves, and bearings, using mechanic's
:handtools. Overhauls or replaces carburetors. blowers, gen-
‘erators, distributors, starters, and pumps. Iebuilds parts,
‘such as crankshafts and cylinder blocks, using lathes, shapers,
;drill presses, and welding equipment. Rewires ignition system,
‘lights, and instrument panel. Refines and adjusts brakes,
valigns front end, repairs or replaces shock absorbers, and
‘solders leaks in radiator. Mends damaged body and fenders by
-hammering out or filling in dents and welding broken parts.
‘Replares and aajusts headllghts, and installs and repairs
ﬁaccessarles, such as radles, heaters, mirrors, and windshield
wipers. May be designated according to specialty as AUTO-
‘MOBILE MECHANIC, MOTOR: BUS MECHANIC, DIFFERENTIAL REPAIR-
MAN: ENGINE~REPAIR MECHANIC, BUS; FOREIGN- -CAR MECHANIC;

'TRUCK MECHANIC. See volume II for additional titles.




| TABLE 8A |
-~ DICTIONARY OF OCCUPATIONAL TITLES - EDITED -VERSION
' FOR THE OCCUPATION OF AUTOMOTIVE MECHANIC

1. Examine vehicle and discuss with customer or automobile-
repair-service salesperson, automobile tester, etc., na-
ture and extent of damage or malfunction.

2. Plan work prccedure, using charts, technical manuals,
and experience.

3. Raise vehicles, using hydraulic jack or hoist, to gain
; access to mechanical units bolted to unéérslde of vehicle.

fé. Remove . un;ts, such as enginé, transmission, or differen-
: tial, vsing wrenches and hoist.

5, Disassemble unlf; and inspect unit parts for wear using
mlcrcmeters, Eallpéfﬂ, and thickness gauges.

.6. Repair parts such as plstons,'gads, gears, valves, and
bearings using mechanic's handtools.

g7§ Overhaul carburetors, blcwers, generatcrs, distributors,
staxters, and pumps.

ESg Replace carburetors, blowers, génerat@rs, distributors,
: starters, and pumps.

ot
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TABLE 8A (Continued)

DICTIONARY OF OCCUPATIONAL TITLES -~ EDITED VERSION
FOR THE OCCUPATION OF AUTOMOTIVE MECHAKIC

10.
12.
13,

14.

16.

17,

Rebuild parts, such as crankshaft and cylinder blocks,

‘using lathes, shapers, drill presses, and welding
‘equipment.

Rewire ignition system, lights, and instrument panel.
Reline and adjust brakeég

Align front end. |

Repair or. replace shock absorbers.

Solder leaks in radiator.

Mend damaged body and fenders by hammering out or filling
in dents and welding broken parts.

Replace and adjust héadlighté.

Install and repair accessories, such as radios, heaters,
mirrors, and windshield wipers.




Simplfying Attrbute Statements

The origizéal ‘attribute state_r_ﬁents extrapolated from the Attribute Réqui;emeg_t Inventory
developed by Neeb, Cunninghaﬁ, and Tuttle, Center for Occupational Education, North Carolina
State Univérsity; used in the pilot test of this project were rewritten for simpiificatian
and exactress based upag the advice and recomendations of the Project Advisory Cammittee;

Appendix J containg the original definitions used in the pilot testing of the human attri-
hute'fequirements of jabs.!

 The original inventory contained five categorical headings: General Toeational Capa-
bilities (1-24); Cognitive Abilites (25-44); Psychonotor dbilities (45-56); Semsory Capa-
eitien (51-62); Interaste (63-06); and Needs (87-103), The revised inventory submitted for
mﬁmmwmm@Mﬂmmmmmmﬁ@mmMﬂm:mmm@mma

(1-20); Poychonotor 4bilities, (21~52) and Sensory Capacities (33-30),

second inventory. For example, general categorical definitions wete simplified and a com-

~parison is given in Fiéure 1, The revised definition booklet is contained in Appendix Py

g




FIGURE 1
Coiiparis6n Between Original and Rev;sed Categar;es

ﬂ A. Original Inventory Definition of Cognitive Abilities

COGNITIVE ABILITIES

: ' General and relatively stable ;ﬂtéTlectual capaclt;és
glnvalv;ng pErFE;VlnF, rEEGQHLZLﬂg, remembering, conceiving,
. reasoning, creative thinking, judging, etc. Cognitive
-abilities are prerequisite to performance on a wide variety
~of specific tasks. A’distinguishing characteristic of
scognitive abilities--in comparison to psychomotor abilities
“and affective states (such as needs and interests)--is a
.relatively high state of can%C1gusness Or awareness of Dn@ s

,behav;ar

' B. Revised Inventory Definition of Cognitive Abilities

COGNITIVE ATTRIBUTES

The qualities of knowing including both awareness and
gudgment anQlV1ﬁg pe:cglv;ng recognizing, remembering, con-
_ceiving, reasoning, thinking creatlvely, etc. A general
-characteristic of cognitive attributes is a relatively high
: state of consciousness or awareness of one's behavior.







i

nitive, Sensory, and Psychémgtar as in the pilot test. As previously mentioned, the categories
of General Vocational Capabilities, Interest, and Needs were eliminated. Recommendations of
acceptable inventories to be used in assessing Interests and Needs will be recommended in an
appropriate appendix of this document, The completed questionnaire used in the field test is

contained in Appendix R.
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Secondly, attribute statements were rewritten to raflect present tense and example of
activities statements were changed to reflect more gemeric connotations, Examples of the

thangas using the attribute of closure ajpear in Fiqure 2.

FIGURE 2

Comparison between Original and Revised Attribute Statements

A, Original Attribute Definition and Example

Closure: The ability to organize a disorganized or ambiguous visual field
~into a single percept, with or without knowledge of any of the specific con-
figurations contained in the field. Examples of job activities :equiring.a.
substantial amount of closure are: an aerial-photograph interpreter examining
a photograph for camouflaged military installations; a technician examining cell
patterns under a microscope; an astronomer interpreting celestial phenomena; etc.

B. - Revised Attribute Definition and Example

Definition Example

Closure = organize a disorganized examine structure patterns
or an obscure visual field using an instrument; inspect
into a single impression, or investigate shaped/de-
with or without knowledge signs for background detail.
of any of the specific
forms contained in the
field
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Field Test Participant Information

This section describes the procedures used in the identification of the respondents who
participated.in the field test research. The discussion which follows describes the sample
across their respective job categories as they responded within each rating instrument for both
’warkér aﬁd supervisor,

Twenty respondents were selected for each of the three occuaptional areas: general secre-
tary, automotive mechanic and business data programmer, Each respondent was asked to respond
to two questiannaires: Oceupation-by-Attribute, and Job Aetivity-by-Attribute Instrument,
Extensive efforts were made to insure én equal répresentatian of workers and supervisors in the
data collection, In addition, data were obtained from a geographical cross section of local and
national respondents. The following criteria were utilized:

a) Fifty percent of the respondents vere to be from states other than Ohio

b) Supervisors and workers vere to be utilized in the data collection process

¢) A minimum level of five years of work experience was to be established

A" Respondents vould represent business, govermment, education, and
industy 1z

<y
Lo

e) Selected firms would represent a divevsity within the oceupations,




Field Test Participant Data Analysis

The field test respondent data analysis provides a brief descriptive analysis of the
sample surveyed in the field test. It includes a breakdown for each occupation regarding
type of position held within the occupation, type of business, average number of years
employed within that position, and where the training was received, This information is

provided for both instruments and is dome so by occupational area,

GENERAL SECRETARY

The same sample responded to both Oceupation-by-Attribute and Job-Aetivity-by-Attribuse
Instruments. Fifteen workers ana seven supervisors responded.

Present job positions for workers were primarily in the typist (33 percent) and general
secretary category (40 percent), Tventy percent of the workers were employed in the capacity
of administrative assistant. Supervisors in the sample were primarily employed in the capacity
of business and occupational instructors (40 percent), administrative assistant (33 percent).
The remaining job responsibilities for supervisors included one office manager and one
executive secretary.

The type of business in which most workers were employed included public service organi-

zations, (28 percent) government (22 percent) and manufacturing (14 percent). Other categories
1Lk
Loy
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for workers included: distributicn and educational and research types of business, alumi
associations and consumer affairs. Among supervisors, 63 percent of the respondents were
employed in th%jedueatianal and research fields, 25 percent in government:zl agencies, and
the remaining résp&ndents were employed in health and/or related fields,
The average number of years employed on the present job was two years for workers and
four years for supervisors. The average number of years employed in the secretarial field fb:
workers was seven years and eight years for supervisors. Both supervisors and workers worked
with one other secretary in performing their duties. Supervisors, in this sample, were respon-
sible on the average for eight other persons and workers were responsible for two other persénsi
Sixty-two percent of the workers responded that they primarily received their training
on the job (self-learned); forty-two parcent received training inigﬁglic secondary schools., In
addition, the same workers also responded that public vocational-technical schools and/or
private business schools contributed to their training in the secretarial fielﬁ%?= Additional
~ training was also received from a college or university., Forty-one percent of the supervisors,

on the other hand primarily received their training at the college or university level. Public

_1, - instructors and/or qeieral secretaries and were employed in governmental and/or educational Ifi?f
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and research fields. Respondents, as a group, represented a total of 62 years of work
experience; 31 years for workers and 31 years for supervisors; and had worked in the secretarial
field for a combined 169 years; 68 years for suoervisors and 101 years for workers. Respondents

performed their tasks with twenty-five other secretaries--six persons for supervisors and

nineteen persons for secretaries--and were responsible for a total of eighty-eight other

field Was obtained primarily from the college or university level for supervisors and on-the-

job (self-learned) and public secondary schools for workers.

AUTOMOTIVE MECHANIC

The same sample responded to both Oceupation-by-Attribute and Job Aetivity-by-Attrilute
Instruments with useable responses and completed background data; Twelve workers and five
supervisors responded.

Present job positions for workers were primarily as automotive mechanics, 30 percent. .
in automotive training programs. Supervisors were employed also in the capacity of instructors
of autonotive training programs and/or department heads (50 percent), and/or service managers

(20 percent).

=0
LJ Y

69



The type of business in which workers were employed were new car dealerships, 41
percent, and postsecondary training pragrams; 41 percent. Sixteen percent of worker
respondents were employed in independent garages. Supervisors, on the otherhand, were
primarily employed as postsecondary and/or secondary vocational imstructors. A total
of 80 percent were so employed. The remaining 20 percent of the supervisors were employed
in new car dealerships.

The average number cf years that workers had worked at their present Jobs represented

- a total of (.5 years and the average number of years for supervisors was 3.2 years. Workers,
on the average, had been employed as automotive mechanics for 13.5 years, and supervisors
had been so employed for an average of 12.4 years. Workers generally worked with five
other persons in performing their duties, and supervisors cenerally worked with three other
persons in performing their duties. On the average, supervisors were responsible for four-
teen persons in performing their duties and workers were responsible for nine other persons.

Sixty-six percent of the workers reported they had received their training in auto-
metive mechanics on-the-job (self-learned). They also reported that they had receivgd
training from a company training program, (50 percent) and/or private au-omotive mechanics -
schools (58 percent), On the other hand, supervisgr§ﬁ§éggfﬁed"fééeiving their training
primarily on the jeb (self-learned), 100 percent. Additiﬂggily, 45 percent of the super-

visors responding indicated that military experience, company training programs, and/or

o
F_‘-h‘

jfﬂ_\military training schools accounted for training experiences in automotive mechanics,
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Summary - Respondents for the two instruments, hoth supervisors and workers, were

primarily employed as instructors and/or teaching supervisors in secondary and postsecondary
schools, Most respondents, particﬁlarly supervisors, were employed in high school and/or
postsecondary technical training institutions. Workers were primarily employed in new car
dealerships. Respondents, as a group, represented a total of 81 years of warkpexperience

on their present jobs and 225 combined years in the field as automative‘mechaniésg They

had worked with a total of 61 other peréons in performing their duties, and were responsible
for a total of 110 persons in their capaﬁity, Most supervisors received their training

from on the job (self-learned) and/or company training programs or military experientes,
Workers, too, primarily received their training from either on-the-job (self-learned) and/

or private automotive mechanic school and/or company training prograns.

5

BUSINESS DATA PROCRAOIER

Tﬁe same sample responded to both Oceupation-by-Attribute and Job detivity-by-Attribute
Ingtruments, Seventeen workers and éeven supervisors responded.

' Present jab positions for workers were primarily in the following capacities: 36
percent of the workers were employed as eithex. program instructors within system analyst
programs and/or system programmers; 18 percent of the workers were employed as system
engineers or programmers; 27 percent of the wggkers were employed as senior programmers; and
the femaining workers were employed ei@her as system and procedures analysts or junior

ARE
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Forty-two percent of the supervisors, on the other hand, were employed as technical instructors

The typa of business in which most workers were employed involved the following areas:

47 percent of the respondents were employed in distribution (wholesale-retail): 23 pe:éent in

data processint service bureaus; 17 percent in research and educaticn, and the remaining in
capacities of manufacturing, insurance, and/or banking finance, Superviso::, however, were
primarily involved in work relatiﬁg to data processing service bureaus, and/or research and
edueé"‘on (36 percent), and manufacturing or insuraﬁge fields.

The average number of years that vorkers were employed at their present jobs was 2.4
years, and for supervisors, 7.2 years. The average number of years that workers were employed
in the data processing field was 7.7 years, and for supervisors, 9.2 years. Workers were
in&olved with aépraximately seven other persons in performing their duties and supe;éisars
were inﬁelved with approiimately sixty other persons in performing their dutles. Supervisors,
in this sample, were responsible for approximately six other persons and workers were
responsible for appr@ximately one other person.

Sixty-four percent of the workers responded that they primarily received their training

from colleges or universities while 52 percent of the workers indicated that on-the=job

 (self-learned) training accounted for their experience, An additional 32 percent indicated

they had received their training from a company in-plant training program and 27 percent 1 f%
of the workers received their training Fron equipment manufacturers' training programs,

n




Similarly, supervisors received their training primarily from colleges or universities
(57 percent).

| Summayy - Respondents to the two instruments, both supervisors and workers, were pri~
marily employed as managers (especially supervisors) and syster srogrammers and/or program
instructors within system analyst programs. Most respondents were employed within data
prcceésing ée:vice bureaus, research and education, and/or distribution (wholesale--resale).
The latter business was‘particularly true for workers. Respgndénts as a group represented
field of data processing. They nad worked with a total of 558 other persons in performing
ﬁheiz duties, and were responsible for a total of 62 other perégns in their respective

- cap%gities! Most superviéﬂrs and workers received their training from colleges or universities

and/or company in-plant training programs.
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Data Anallysis

This section contains aigeneral analysis of the results obtained in the field test
procedure afﬁthismethadglagyi Like the pilot test using the same instrument, i.e.,
Oceupation-by-Attribute and Job Aetivity-by-Attnibute, the purpcse'cf the field test proce-

dure was not to delineate attributes, but to validate the procedures uéed to relate the
capabilities of the handicapped to the human attfibute requirementslof jobs using :
larger and note diverse geographical population,
In order to present an aeaurate:analysig, the data are presented in the folloving format:

v (a) Data are presented according to the thiee secuparional aveas sampled--gen-
eraZ secretary, automotive mechani@s and business data programmer,

(b The attributes are examined sepavately aecording to ths categories of
Cognitive Attributes, Paychomotor Attributes, and Sensury Capacity
- Attributes, ,
() Bach of the three categovies of attribute:fequiﬂgments is velated to
specific job activivies within the Job dotivity-'y-dttribute Instrument
and to the aecupatzan as a whole within the Occupation-by-Atiribute Instrument,
For each cccupatlan (general secretary, automotive mechanic, and business data pragrammer),'

respondents vere asked to rate the inportance of each attribute using the seven point scale




FIGURE 3
Instrument Rating Scale

To perform this job activity, demonstration
of this attribute is:

Not required |

Required to a very minimal degree
Required to a minimal degree
Required to a low moderate degree
Required to a moderate degree
Required to a high moderate degree
Required to a high degree

Required to a very high degree.

— T LN e el el = T

Due to the nature of this type of data, i, e , the prabability af extremely skewed ro-
‘spanses due ta the varying nature of tasks within the occupations, median 5C0res were used
- as the methad of statistical analy51s of the data. Further, in order to differentiate signi-
- ficant scores from non Siqnificant 5C0res; an arbitrary 1nd1catgt ef three point five (3.5)
was selected Whith represents the mid-point on the seven- -point; stale The result was that the
data was being placed in a 2 dichotomous situation which would facilitate usaye hetween taunselﬁrs
and students in determining which attributes were significant for an indiv1dual to demonstrate..
The data are presented accarding to occupational areas in order to facilitate the analysis
~and profiling of the attributes The Oeeyyation-by-Attribute Instrument analy51s is presented

n
E'»“: i i ] 1 ) 5 Pk i . i
: first‘Sintt this represents the gestalt of the job activities, An analysis of the Job-detivity
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by-Attribute Instrument follows which delineates the job activities per each attribute,

Additional statistical analyses were performed on hoth instruménts including mean, mode,
~ standard deviation, standard error of the mean, and variance. These analyses, hcwever;

will not be interpreted and were performed as part of a packaged statistical progranm.

They appear in Appendix Q for both instruments.

AUTOMOTIVE MECHANIC
Table 9 presents the data for the occupation of automotive mechanic for the Oggupati@ﬁ;
by-Attribute Ingtrunent, A complete profile of this instrument for the occupation of auto-

notive mechanic is presented in Appendix R,

As seen in Table 9, 75 percent of the attributes under the category of fognitive
Atiribubes vere ‘preceived as significant at a 3.5 level and above by the twenty respondents
survefed. The folloving attributes under this category were not rated as significant and
included: - gramnar, spelling, originality, aesthetic judgment, and musical aptitude,

- These results do not appear to be consistent with the results reported in the pilot test.
A noticeable discrepancy did exist in the attributes reported by the pilot test respondents
in this category (see Table 5) as significant and those rate? as significant by the field
mnmmm&mxmmm@mm%HEMMmﬁmmHE@mﬂ

significant difference between the two analyses, but a conjecture can be made that the

difference may be due, in part, to the sample surveyed, i.e., local respondents versus a
1 = '
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TABLE 9

STATISTICAL SCORES OF HUMAN ATTRIBUTES

Occupation:-  Automotive Mechanic—Occupation by Attribute

e " Stand.  Stand.
Human Attributes ___Median__Mean __ Mode  Devia.  Error _Variance

»

Cognitive Attribute
Closure — 4356 | 435 | 400 | 126 .28 1.60

Form Perception 466 | 480 | 400 | 128 | 28 | 164
Perceptuai Speed 410 | 405 } 400 163 | 36 | 268

Spatial Orientation 450 | 455 | 600 [ 146 )} - 32 215
Visualization 400 | 400 | 300 | 148 33 | 221
Number Facility 421 | 430 | 4.00 145 | 32 2.11
Memory 516 | 5.20 500 | 132 | .29 1.74
Verbal Comprehension 407 | 375 400 | 165 | 36 | 272
10. Grammar 283 | 280 | 300 | 147 | 32 | 216
11. Spelling 292 | 280 3.00 1.36; 30 | 185
12. Expressional Fluency 383 | 395 300 | 153 | .34 | 236
13. Ideational Fluency . L3680 | 370 | 3.0 1.21 27 | 148

Spatial Scanning 400 | 410 | 300 148 | 33 | 220

OCONDITIWN

14, Sensitivity to Problems 516 | 4905 | 600 | 150 | 33 | 220
15. Deductive Reasoning 525 | 610 | 600 133 | .29 ¢ 177
16. Inductive Reasoning 392 | 3.65 4.00 1.95 .43 381

17. Originality 250 | 230 | 300 | 155 | 34 243
18. Social Intelligence 392 | 350 | 400 | 1.93 .43 | 373
9. Aesthetic Judgment __1.50 210 00 | 188 | 42 | 356
20. Musical Aptitude 60 | 145 | 00 | 182 | 40 | 351
B. Psychomotor Attribute ,
21. Control Previsior: 5.50 1 600 | 22 .99
22. Multilimb Coordination 533 | 500 .26 142
23. Reaction Time , _5.30 ] 600 26 | 135
24. Eye-Hand Coordination ___6.05 | 600 21 B9
25. Manual Dexterity | 5.66 5.00 20 | .82
26. Finger Dexterity 583 5.00 .20 .87
27. Arm-Hand Steadiness 550 5.00 23 1.10
28. Explosive Strength 475 4.00 B 2.64
29. Static Strength 500 _5.00 152

30. Dynamic Strength - 550
31. Body Equilibrium AT

32. Stamina 425 | 3.00 40 320

C. ‘ensory Capacit’ Attribute
33. Near Visual Acuity ~ 518 | 526 | 500 120 |

34. Far Visual Acuity 394 | 395 | 400 | 150

35. Depth Percepticn [ 450 | 4.70 400 | 121 ,
36. Color Discrimination | 392 | 370 | 400 | 200 | 44 | 401 _
37. Auditory Acuity 510 | 15 I 500 198 | 26 [ 139
38, Tactual Discrimination 507 | 486 | 6500 | 134 | 30 | 181







national sample and the variety of automotive mechanics sampled in the field test.

In the remaining two cateqories, i.e., psyehomotor éttributgs and sensory capactty
attributes, all attributes under these two categories were rated as significant at a 3.5
level and above,

These results appear to be consistent with those reported in the nilot test for those
two cateqories with two exceptions, Under the cateqory of psjehonotor abilities (see Table 5),
eye-'and coordination was not perceived as significant by the pilot test respondents and under
the cateqory of sensory capactities (see Table 5), color discrinination was not perceived by

the pilot test respondents as significant,

GINERAL SECRETARY

Table 10 presents the data for the occupation of general secretary for the Ocoupation-by-

secretary is presented in Appendix R,

As seen in Table 10, 70 percent of the attributes under the category or cognitive
abtributes were perceived as significant at a 3.5 level and above by the twent§
respondents surveyed, The following attributes under this cateqory were not rated as signifi-
mmﬁmmwcmmﬁmmmﬁm@ﬁﬂmmmmmmmﬂmmm
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i ?i) aesthetic judgment and musical aptitude,  These results appear to be somewhat consistent with 1:7 ;

the results of the pilot test respondents for this cateqory (see Table 5},

O
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STATISTICAL SCORES OF HUMAN ATTRIBUTES

Occupation:

General Secretary—Cccupation by Attribute

Human Attribu - ] Sitandi Stand.
ruman Att"’“t?s ___Median__Mean __Mode _ Devia.  Error _ Variance

Cognitive Attribute
Closure

Form Perception
Perceptual Speed
Spatial Scanning
Spatial Orientation
Visualization
Number Facility
Memory

Verbal Comprehension
Grammar

Spelling

Expressional Fluency
ldeational Fluency-
Sensitivity to Problems
16. Deductive Reasoning
16. Inductive Reasoning
17. Originality

18. Social Intelligence
19. Aesthetic Judgment
Musical Aptitude

A,

OCRINDT AL~

11.
12
14.

Psychomaotor Attribute

Contral Precision
Multilimb Coordinatian
Reaction Time
Eye-Hand Coordination
Manual Dexterity
Finger Dexterity
Arm-Hand Steadiness
Explosive Strength
Static Strength
Dynamiz Strength
Body Equilibrium
Stamina

21.
22.
23.
24,
25,

27.
28,
29.
30.
31.

32.

Sensory Capacity Attribute
Near Visual Acuity

Far Visual Acuity

Depth Perception

Color Discrimination
Auditory Acuity

Tantual Discrimination

33.
34.
35,
36,
37.
33,

2.00

236

- .00

1236

54

3,00

2.75

.00

2.33

.52

583

5.60

6.00

1.31

.29

425

370

~ 5.00

_2.00

44 |

250

2.80

100

_1.82

40 _

5.91

00

243

.55

400 |

__4.00_

164 _

36

5.50

600 |

267 |

6.66

"7.00

1.76

.39

- 6.78

—7.00

119

.26

683

__7.00

127

28 1

60L

7.00

212 |

47

4,07

4,00

1.94

43

“3.50

700 |

2.25

.50

4,50

5.00

217 _

.48

2.E0

.00

2.33

.52

- 375

400

2.16

.48

400

2.23

.49

- 4.83

00 |

59’

00

15 |

2.35

645

350 | 345 | ¢ 53 573
400 | 390 | 53 5.77

6.47

270 ]

590

356

826

325

5.31

.60

1.20

125 | .0

272

.85

2.05

2.65

5.08 ¥

300 | 300 | 1.00 - 57 6.22 |

5.60

2.80

_1.80

580
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Only 25 percent vf the attributes under the category of psychomotor atiributes

were perceived as significant at a 3.5 level and above by respondents surveyed. The
following attributes under this category were not rateﬁ as significant and included:
control precision, manual dexterity, figégr dexterity, arm-hand steadiness, explosive
strength, static strength, dynamic strength, body equilibcium, and stamina. These
results appear to be consistent with the results as reorted in the pilot test.

Undgr the cateqory of sensory capacities, only 33 percent of the attributes were
perceived as significant at a 3.5 level and above by respondents surveyed, The
following attributes under this category were not rated as 5ignificant and included:

§
These results appear consistent with those results reported in the pilot test with the

exception of auditory acuity which was perceived as significant in the pilot test.

BUSINESS DATA PROGRAMNER

Table 11 presents the data for the occupation of business data programmer for the
Occupation-by-Attribute Instrument. A complete profile of this instrument for the
occupation of business data programmer is presented in Appendix R.

As seen in Table 11, 70 percent of the attributes under the category of cognitive

if7E3 atiributes were rated by the twenty respondents surveyed as being significant at the
3.5 level and above. The following attributes were not rated as significant and
Q
21118 B
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TABLE 11
STATISTICAL SCORES OF HUMAN ATTRIBUTES

Occupation: Business Data Programmer—Occupation by Attribute

e — - “and. Stand.
Human Attributes and.  Stand,

Median__Mean __Mode _ L;)evi@. __Error ___ Variance

Cognitive Attribute

>

Closure [958 [ 23 | .0

Form Perception . v 242 | 231 | 60

Perceptual Speed — 491 468 | 500

Spatial Scanning 480 [ 410 | 500

Spatial Orientation 1.00 1.52 __.00

Visualization — 100 | 194 | 00

Number Facility ~ 591 | 668 | &0

Memory ' 262 | 498 1400 |

Verbal Comprehension ~ 5.81 563 | 6.00

)
CEXNOO RN

Grammar 480 | 478 | 400 |

Spelling ; 487 500 | 400

]
el

Expressional Fluency T 508 | 515 | 500 [

=1
i

. Ideational Fluency 460 463 | 4.00

‘Sensitivity to Problems 5.9 573 | 600 | 124 | .28

Deductive Reasoning 670 | 636 |° 700 ' o5 | .21

inductive Rzasoning. 625 .| 6547 | 7.00 1,98 _ .45

Originality e 433_| 405 | 600 161 | .37

RN D B

Social intelligence 380 [ 342 | 400 | 192 _44

el

Aesthetic Judgment __1.60 157 | 00 | 150 34

L=
20. Musica!l Aptitude 00 | .00 00 | .00 .00 _

B. Psychomotor Attribute

21. Control Precision

22. Multilirnb Coordination

23. Reaction Time

24. Eye-Hand Coordination

25. Manual Dexterity
26. Finger Dexterity

7 Arm-Hand Steadiness

28. Tuplosive Strength

20. : - atic Strength

30. 'Dynamiz Strength

'31. Body Equilibrium

32. Stamina

C. Sznsory Capacity Attribute

33. Near Visual Acuity 595 | 526 | 60

376 |

1.09

34, Far Visual Acuity 106|110

35. Dapth Perception _ 36 7] - T 48
36. Color Riscrimination .36 _.68 1.00
37. Auditory Acuity 200 | 215 2,08 4.25

93

1 )
38. Tactual Discrimination .23 | 47 Q0 .56
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included: closure, form perception, spatial orientation, visualization, aesthetic
judgment, and musical aptitude., These result were censistent with the results of the
pilot test with the following exceptions rated as non essential by the pilot test
respondants (see Table 5). Those attrihutes included: spatiel scanning, grammar,
inductive reasoning, and social intelligence, |

In the category of psycromotor attributes, no attributes were rated by these
respondents as being significant. These data are consistent with these reported in
the pilot tést, Similarly, in the category of sensory capacities, only one attribute
was rated as significant--near visual acuity. This r.ting was consistent with the
pilot testing rating in Table 5.

Sunmary = The primary purpose for reporting the Oceination-by-Attribute Instrument

data analysis was to construct profiles and to shiow the overall rating of each attrihute,

The purpnse of the profiles is to provide a visual representatic. of those attributes
perceived by respondents as neede nd/or important for job performance regardless of
the activities which comprise the total occupati@n; Depending upon the responsibilities
within the Jccupation as déféﬂeﬁ hy *the agency and/aghérganizatiﬂn, requirements of the
‘occupation and the significance plAfQﬂuﬁﬂ the dememstration of a particuiar attribute

will vary, However, the method for contructing profiles across the occupation will

Ni remain the same.
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mechanic, and business data programmer is presented in Figures d, 5, and 6. Individual
profiles for the handicapping condition, i.e., the Attribute-by-Ezceptionality survey results
can be conpared vith the results of the “Occupation-by-Attribute survey results by means of

an overlay. A comparative analysis of thse two is provided in another section.

Job Activity-by-Atirioute Instrument Analysis

Respondents were asked to rate the importance of each attribute by jeE activity in each
respective occupation: general secretary, automotive mechanic, and business data peegremmer
using the same seven point scale used in the Oceupation=by~Attribute Instrument, The purpose
of this eeeceee was to detereine the construction of the profiles for each job astivity., In

~other words, a profile has oeen constructed for the total oecupetien} using the Oecupation-
bu-dtiribute Instrunent, However, when delineations ire made intra occupation vig-a=vis job
activities, the need and/or importance of certain attributes may not be as rigorous.

In order to -ake n adequate comparison of attribute requirements within the three occu-
pations across job activities, the data are diepieyed in a standard one eege fermat,  Zach
of the thirty-eight attributes are comp.ied within the three occupations. The percentage of

- the sanple surveyed who indicated whether demonstration of the attribute within a jeb activity

is necessary and/or important to demoastrate is provided in addition to an analysis of these

]
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Occupation:

Figure 6

profile of Human Attribute-by-Occupation
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attributes by job activity rated as significant at the three voint five level.

A comprehensive analysis, the same as provided for the Jecupation-by-Attribute Inssrimets,
is Eantainedxin Appendix Q for the Job-Aetivity-by-Attribute Instrument for the three occupa-
tions,

TABLE 12

COMPARATIVE ANALYSIS OF SIGNIFICANT ATTRIBUTE
ACROSS THREE OCCUPATIONS

" Butomotive
__“Mgchanic“ -

Genpral
Secretary

mE;@qrammgg o

Cognitive Abilities

Closure

Form Perception
Perceptual Speed
Spatial Scanning
Spatial Orientation
Visualization

Memory

Sensitivity to Problems
Deductive Reasoning

[Kc‘*

PAvui e providea by enc [

Perceptual Speed

Memory

Verbal Comprehension
Grammar

Spelling
Expressional Fluency

Sensitivity to Problems

87

Perceptual Speed

Number Facility
Memory
Verbal Comprehension

Spelling

Expressional Fluency
Ideational Fluency
Sensitivity to Problems
Deductive Reasoning
Inductive Reasoning
Originality

189




TABLE 12 (Continued)

COMPARATIVE ANALYSIS OF SIGNIFICANT ATTRIBUTE

ACROSS THREE OCCUPATIONS

" Automotive
Mechanic

General

~ DBusiness Data

- Programmer

Psychomotor Abilities

Control Precision
Multilimb Coordination
Reaction Time
Eye-Hand Coordination
Manual Dexterity
Finger Dexterity

| Arm=Hand Steédiness

Explosive Strength
Static Strength
Dynamic Strength
Body Equilibrium
Stamina |

Sensory Capacities

Near Visual Acuity
Far Visual Acuity
Depth Perception

Tactual Discrimination

.. Secretary

Reaction Time

Finger Dexterity

Near Visual Acuity

Auditory Acuity

- Near Visual Acuity

88

191



iy - As suggested in the analyses in Appendix S, few, if any, patterns of attribute
requirements could be clearly discerned across the Dccupaéicns surveyed, This would clearly
suggest that separate profiles must be constructed for each occupation and separate profiles
constructed for job activities withigman occupation.

However, as a cursory analysis, the following comparisons across the three occupations are
provided for the three categorial areas: cognitive, sensory, and psychomotor. Attribute
demanstratign for the occupation waé considered significant if it wasper&éi;ed by respondents
as necessary anﬁ/a: important in fifty percent of the job activities, This also would tend to
suggest that if demonstration of the attribute was perceived as needed and/or important for
certain related job activities, it also would be necessary to perform the attribute for the
total occupation if the attribute was perceived as necessary and/or important in 50 per-

cent of the Job activities,

Table 17 provides a comparative summary of attributes perceived as significant for the

4

formance. Each occupation, therefore, must idéntify and develop profiles predicated on key

attributes specific to activities included within the occupation,
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Handicap-by-Attribute Instrument Development

The next procedure utilized in relating the capabilities of the handicapped to the
human attribute requirement of the jobs was development of the Randieap-by-Attribute
Instrument. The purpose of developing the Handicap-by-Attribute Insirunent was to
ascertain vhether experts in thé field, i.e., those individuals who had knowledge and
experience in working with persons possessiﬁg one of the nine handicapping conditions,
could make judgments with respect to individual capabilities for acquiring and/or
demonstrating the various attributes,

The method developed for obtaining the handicapping conditions classification involved
a thorough and comprehensive review of the literature to ascertain the ;gmpleteness and
generalizability of the Bureau of Education for Handicapped definitions, (A complete list
of the references consulted is contained in the bibliography), The following edueétianél
groupings and definitions of handicapping conditions in Table 13 refer only to those
individuals who are suff1c1ently inpaired to be included in the fan. . edp o tion and
by definition, require speclal aducation services. This taxonomy represented the area of
exceptionality used in the simulation phase of this methodology.

“*Proposed taxonomy devel@ped by consultants in cooperat;on with the Bureau af
Education for the Handicapped in 1968 and are currently under revision.
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TRBLE 13

HANDICAPPING CONDITIONS: EDUCATIONAL GROUPINGS
RND DEFINITIONS

Categories = Definitions

=== =====-=-~- Children with vision so defective i*at sight cannot
be used as a primary avenue of learning and print can-
not be used as the primary m@de nf reading.
bxcluded from this group are legally blind children who
are able to read large type.

Parttally sighted« « - = = - - - Children with linited but sufficient residual vision
that sight can be used as a primary avenue of learning
and print can be used as the primary mode of reading
with the aid of special facilities, materials, and/or
mmxmmmEmmNMMmmmmm
able to read laigé;£§pe.

Deaf« =« w e e o w o< Children whose sense of hearing, either with or with-

out a hearing aid, is not sufficient to interpret lang-






TABLE 13 (continued)

HANDICAPPING CDNDITIDNS‘: EDUCATIONAL GROUPINGS
, AND DEFINITIONS

~ Categories . ‘Definitions

Hard-of-hearing = = = = = e Children whose loss of hearing is educationally sig=
nificant, but whose residual hearing is sufficient to
interpret lanquage wiﬁh‘éx without hearingvaid.

mottonally iiéturbed - = === = Children whose severe and frequent maladaptive be-

| havior seriously‘reduces their attention level and
learning, For educational éﬁrpcses, these children
are grouped according to the following degrees of
severity and/or frequéncy ef=maladaptive behaviats!
nild, moderate, and severe,

Mentally retarded = = - - = = = =" Children whose inherent capacity to learn (cognitive

limits) is so limited that they cannot meet the edu-

cational demands of the regular classroom, For edu~
cational purposes, mentally retarded children are
grouped as fgllcws{

A0
0 | b




TABLE 13 (continued)

HANDIC_APPING CONDITIONS: EDUCATIONAL GROUPINGS °
| AND DEFINITIONS

~ Categories Definitions

lentally retarded - - « - . - - - Wildly retarded children Who can acquire practical
skills and functional reading and arithmetic abili-
ties to a third-to-sixth-grade level with special

education and can be guided toward social conformity.

- = qugrg@g%gﬂ;etardgd‘children who can learn simple
communication, elementary héalth and safety habits,
and simple manual skills, but do not progress in
functional reading or arithmetic.

- = Severly retarded children who can profit from system

atic.habit training,

- = Profoundly retarded children who may respond to skill

traiﬁing in use of legs, hands, and jaws,
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TABLE 13 (continued)

HANDICAPPING CONDITIONS: EDUCATIONAL GROUPINGS
AND DEFINITIONS |

Categories | Definitions

Spgseh.d%sgrders - - %;-- R Children whase speech deviates from the average to the
| extent that they draw unfavorable attention to them-
selves, whether through unpleasant sound, inappro-
priateness for age level, or lack of intelligibility,

Nonsensory physical | - -
digabilities = - - - = = = - - - - Children with neuromuscular disabilities resulting

from brain damage,‘characterized by disturbances of
the voluntary motor functions which Farticularly
affect the ext;emities,vand children whose weak
physical condition reduces their activity and effi-

- ciency in school work or requires special health pre-
cautions in school

 Special learning | |
disabilitieg = = = = = = = = = = « } gevere disorder in one or more of the processes

involved in understanding or in using spoken or written

2&}3 o language, These include conditions which ..ve been

-,

—
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TABLE 13 (Continued)

HANDICAPPING CONDITIONS: EDUCATIONAL GROUPINGS

Categories Definitions

Spectal learning | |
digabilities (Con't) = « = = « - - referred to as perceptual handicaps, brain injury,

nininal brain dysfunction, and dyslexia, These do
not include learning problems wh@éh are primarily
due to visual, hearing, motor handicaps, mental
zgtardatian, emotional disturbance, or environ-

mental'disadvantageg

A survey instrunent was devioped using the handicapping taxonomy outline in Table 13.
b - | o |
Professional, special educators with exverience in the respective handicapping conditions were -

asked to provide infornation using their own judgnent regarding 103 human characteristics o

| | *Eight special educators selected to respond vere on faculty at The Ohio State Univers%i;e
" College of Education, Department of Special Aducation and one faculty member was employed by ™~
. the Department of Communication, | :

O




attributes related to a given handicapping condition,

The design of the survey instrument followed the format used for the Occupation-by-
Attribute Instrument with two naticeablé excepﬁi@ns, The Handicap-by-Attribute Instrument was
'designed to elicit responses with respect to handicapping condition and emphasis was placed on
capabiiitias of handicapped individuéls'te demonstrate the attribute. Therefore, (1) a handi-
capping condition title replaced the occupation title, and (2) the rating scale was rewritten
to discern whether or not an individual with a handicapping condition differed significantly
‘from others persons who are nonhandicapped iﬁ the ability to demonstrate a particuiar attri-
bute, The Handieap-by-Attribute Instyument is contained in Appendix T,

fesults - A total of seven questionnaires were returned by faculty members knowledgeable
~in their respeétive areas of handicapping conditions, The reéults generally indicate that
soliciting information from experts regarding persons with handicapping conditions was an un-
acceptable procedure to employ in this survey.

For example, only six experts were able to respond to the questionnaire in the following
handicaﬁping areas: partially sighted, emcticnally_distu;bqummggEally retarded, blind, hard
of hearing, and deaf, Comments were particularly consternating as inﬂiéateé by the following

excerpts.




As reported by one faculty member. . . . .
. . | |
Partially sighted pevsong are not o homogeneous group. And, it should be c’ear

. that these attributes nay or may not be related to the visual handicapping condition
- inand of itself. In many cases, these attributes may be move a funetion of the social

treatment, envivonmental {nteraction, and expectations by stgnificant others than to

the resulte from the end--organ impaiment or disability. Care should be taken not

‘0 perpetuate the developnent of such atvitudes by building expectations in those uho

0i1l counsel, teach, or employ persons Uith such inpatirnents, disabilities, and/or

handicaps. To contribute to the perpetuation of many current stereotypes concerning

persons with partial sight vould be detrinental and unvarranted, |

As reported by another faculty member, . . .

I eamnot respond in good faith to this questionnaire. I appreciate the diffi-
culties one meets vith when trying to get a significant return on such an instrument,
houever, this rating form fs antithetical to a functionally based skills training
approach to the avea of learning disabilities, Attenpting to categoriae and generalize
further about individuale labeled learning disabled only makes an all too mystical field
nore g0, I'm afraid your questionnaive assunes and seeks the mythical average 10 kid,
Re, or she, simply does not extet. _

K complete summary nalysis of the Teturned questionnaires T5 contairsd in Appendix U.

Sumnary - Based upon the results of the findings, it appears conclusively that generalized

statements regarding the capabilities of individuals who are handicapped cannot be made Jjust by

experts. ﬁumﬁumnﬂm@ﬂﬁjmmﬂﬁmﬂemegaﬁqmﬁmﬁghﬁk@mdmiﬁ@ﬂs £

is not a method substantive enough to ascertain the capabilities of handicapped individuals.

“sole reliance upon these judgments will result in irreparable harm

94
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seeking employment. Other means of obtaining individual assessment including individual
self-assessment, counselor and teacher perceptions vis-a-vis working with the individual,

work history; academic history, and anecdotal records will greatly enhance the'pfabability of
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Development of Simulations:

Based upon the results of the Aandieap.hy-4ttribute survey instrument, héving those
individuals who had knowledge and experience in working with persons having one of nine |
handicapping conditions make judgements with respect to individual capabilities of
‘handicapped persons acquiring various attributes, the Attribute-by-Treeptionality survey

instrument vas developed. The purpose of developing this survey instrument vas twofold.

First, the plan was to have a knowledgeable vocational counselor, rehabilitation counselot,

specialist, and/or other individuals who work directly in the counseling and/or placement
of individuals with handicapping conditions at the secondary, post secondary, or sheltered
workshop environment respond using their best judgment of their clients' ability to
demonstrate thirty-eight attributes. Second, the plan vas to have handicapped individuals
who are students and/or clients of the vocational counselors, rehabilitation counselors,
specialistsa teachers, etc., respond using a self-assessment process coneérning.their
abilit§ to demonstrate the thifty=ei§ht attributes.

Respondents were selected tD'develcp a sample that would reflect various criteria:

rorion
T



(a) 411 respondent agencies, organiaations, schools, etc., represented
at least one predominant area of exceptionality.

(b) 411 respondent agencies, organizations, schools, ete., had an oper-
ating system vhereby at least two professionals, t.e., counselons,
teachers, rehabilitation specialist, ete., had knowledge of the
capabilities of the handicapped individual and vorked divectly with
at least four handicapped individuals. In other vords, the same
tuo professionals had to have ezperience with the same four handi-
capped individuals.
(e) Respondent organizations were located in Columbus, Ohio.
(d)  Respondents were willing to partieipate in a simulation process for
aprra:czmatgly one and one-half hour conducted either on site or ot
the National Center for Research in Voeational Education,
Recommendation for potential participating agencies were sc’icited from the project staff
in consultation with the Project Advisory Committee, Initial coutact was made with those select=
ed agencies, organizations, and/or schools which were representatives of the nine areas of
handicapping conditions, The purpose of developing a methodology to be used when relating
the capabilities of the handicapped was explained to each participating agency administrator. The
confidentiality of responses and anonymity of participants was assured.

The agencies, organizations, and/or schools who participated in the simulation phase of the

procedures included the following:

o2
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Columbug School for the Blind Bureaii of Services for the Blind
Ohio Sehool for the Deaf ' St. Anthony's Hoapital

Gooduill Industries of Department of Speech Pathology
“Greater Lolumbus

Inited Cerebral Palsey of Columbus Sizpence Sehool
and Franklin Coynty |

Two different survey=instruments were developed for the simulation or profiling phase
of this methodology-~one for use by vacationai counselors, rehabilitation counselors, spec-
lalists, teachers, etc.; the other for use by the handicapped individual. The two instru-
ments were similar to the Occupation-by-Attribute Instrument used in the field tast with the
following exceptions: |

(a) "Requirements of demonstrating” the attribute were changed to "eapable of
demonstrating” the attribute for this sample,

(b} Modification was made in the seven point rating scale to irclude a rating
for (yes do differ, no, do not dlffer) with respect to a handicapped
person’s ahlllty to demonstrate a glven attribute,

(c) The Attribute-by-Fuceptionality Instrument for the handicapped sample con-
tained only the examples of the attribute activities whereas the Aitribute-
by-Exceptionality Instrument for the professional staff contained the.
attribute with accompanying definition booklet,

Appendix V contains the Attribute=by=2m¢§ptiaﬁality Ingtrument used for the two populations,

21 o 218
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Simulations were conducted by two Center project staff professionals in cooperation
with the counseling and supervisory staff within each of the agencies representing the nine
areas of exceptionality, Clients and/or students were selected by the cooerating agency.
During each simulation, lasting approximately one and one-half hours, data were obtained from
two professionals and four clients and/or students, Professional assessment was predicated
on the person's knowledge of the handicapped individual vis-a-vis test scores, daily inter-
action and observation of work evalga?ian/work adjustment situations, and other evaluation data.
‘The handicanved person, on the other hand, provided data vis-a-vis selfsassessmeﬁt. A pro-
file of the handicapping condition was ccnstructed;frsm the median scores éf the four clients
and/or students who participated in the study, An individual profile was constructed from
median scores of the two professionals and one handicapped individual assessment, The pur-

pose of the handicapping condition profile was to provide some general indication as to--

(a) the ability of professionals to make judgments concerning the
capabilities of individuals of whom they have knouledge;

(b) the ability of handicapped persons themselves to make individual
self assessment; and

(e) the use of such a methodology in identifying demonstratable work
relevant attributes of handicapped persons regardiess of the
pecupation,

04
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The data collected, although general in nature can be profiled with any occupation, but
1s used in the methodology with the three occupations surveyed--general secretary, busines.
data programmer, and automotive mechanic.

As a means of providing a description of the results, Table 14 presents a brief overview
of the prevalence of the highest attribute ranking within the average median score by handi-
capping classification, Further, Tables 15 through 23 preseﬁt the rank order of attributes
by each handicapping classification based upon average median rankings, Modified median scores
were obtained by taking the middle score (whole number of the three raters and taking the
middle score of a set four rating), In other words, the middle score was the median across
the sample for each handicapped area, It must be noted, however, that the results of the
analyses are for illustrative purposes only and are in no way intended to suggest that the
attributes are representative of any one handicapping population. This sample vas based upon
a very small sampling of handicapped individuals and was.intended to validate procedures only”
It vas not intended to provide any type of data-hased documentation of capabilities of F=. .i-

cappad individuals,
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Fon Sensory Physical:
Partially Sighted
Emotionally Disturbed

Learning Disabled
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attributes

SUMMARY RANKINGS OF ATTRIBUTE BY
HANDICAPPING CLASSIFICATION
Speech Impairment 33 of the 38 attributes were rated 7
Hard of Hearing 19 of the 38 attributes were rated 7
Deaf | 18 of the 38 attributes were rated 7
Blind 1 of the 38 attributes were rated 7
Mental Retardation 11 of the 38 attributes were rated 6
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were rc
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TABLE 15

RANK ORDER O7 ATTRIBUTES USING MEDIAN SCORES

SPEECH IMPAIRED

Attributes Rated as 7

Closure | 16, Inductive Reasoning ZSQV Explosive Strength
Form Perception - 17, Originality 29, Static Strength
Perceptual Speed 19, Ae%fhetic Judgment 30, Dynamic Strength
Spatial Scanning 20, Musicél Aptitude 31, Body Equilibrium
Visualization 21, Control Precision | 32, Stamina

Number Facility 22, Multilimb Coordination - 33. Near Visual Acuity

. Verbal Comprehension 23, Reaction Time 3%, Far Visual Acuity
Grammar 24, Eye-Hand Coordination 35, Depth Perception
Spelling 25, Manual Dexterity 3. Color Discrimination
Sénsitivity to Problems | 26, Finger Dexterity 37, Buditory Acuity

Deductive Reasoning 27. Arm-Hand Steadiness 38, Tactual Discrimination
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,TABLElS Continued

RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

SPEECH IMPAIRED

| Attributes Rated as 6

5. Spatial Orientation 8, Memory 18, Social Intelligence

Attributes Rated as §

Nome L B &

Attributes Rated as 4

13, Ideational Fluency

Attributes Rated as 3
12, Expressional Fluency

Attributes Rated as 2

None

Attributes Rated as 1

None

Attributes Rated as 0

None

[ g) !’T’
id 4§




TABLE 16

RANK ORDER NP ATTRIBUTES USING MEDIAN SCORES

~HARD OF HEARING

2,

v

4!

Astributes Rated as 7

. Spatial Orientation

Visualization

Number Facility

. Multilinb Coordination

Reaction Time
Eye-Hand Coordination

Attributes Rated as §

Closure
Form Perception
Perceptual Speed

Spatial Scanning

0%

25,

26,

27,

29,

11,

14,

15,

Manual Dexterity
Finger Dexterity
Arn-Hand Steadiness
Explosive Strength
Static Strength

Dynamic Strength
Number Pacility

Sensitivity to Problems

Deductive Reasoning

31,
3,
| .
3,
3,

36,

1.

19,

Body Equilibrium
Stamina

Near Visual Aculty
far‘Vizual Acuity
Depth Perception

Color Discrimination

Social Intelligence

Aesthetic Judgment

. Tactual Discrimination

9

N

2




TABLE 16 CONTINUED

RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

HARD OF HEARING

 Attributes Rated as 5

9. Verbal Comprehension 12. Expressional Fluency 16, Inductive Reasoning
10, Grammar" o 13, Ideational Fluency 17, Driqinality

Attributes Rated as 4

37, Auditory |

Atributes Rated as 3
None

Attributes Rated as 2

None

g

None

Attributes Rated as 0

None

F
T
lr.g:. |
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RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

TABLE 17

DEAT

Attributes Rated as 7

2, Fom Perception

3, Perceptual Speed

4, Spatial Scénning

5, Spatial Orientation
7. Number Facility

21, Centrol Facility

Attributes Rated as
1, Closure
6. Visualization

Attributes Rated as §

7. Nuber Facility

9. Verbal Comprehension

10, Grammar

22,

23,

25,

6.

29,

13,

18,

Multilimb Cpardinétiaa
Reaction Time |
Bye-Hand Coordination
Manual ﬁexterity
Finger Degﬁerity

Arm-Hand Steadiness

Meinory

Static Strength

Ideational Fluency
Deductive Reasoning

Social Intelligence

30,

33

35,

19,

Explosive Strength
Dynamic Strength
Body Equilibrium
Stamina

Near Visual Acuity

Depth Perception

Tactual Discrimination

Aesthetic Judgment

T

Ll




TABLE .17 CONTINUED
RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

- ) o ) DEAF ) .
.Agﬁributes Rated as 4
12. Expressional Fluency 16. Inductive Reasoning
14. - Sensitivity to Problems 17. Originality
gttribut%s_Reaggﬁras 3
None |
Attributes Rated as 2
None - ’
égtfigqteszated,as‘l
None
Attributes Rated as O
None




TABLE 18

RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

BLIND

37!

38,

-

wre
S .

Atributes Rated as 7

Anditory Acuity

~ Attributes Rated as 6

Tactual Discrimination

Attributes Rated as‘ﬁ

Closure

Form Perception
Spatial Orientation
Visualization

Memory

20.

13,

21,

5.

Musical Aptitude

Ideational Fluency 26, Fingei Dexterity

.. Deductive Reasoning 27, Arm-Hand Steadiness

Control Precision 28, L :losive Strength
Multilimb Coordination 31, Body Equilibrium

Manual Dexte:ity'




TABLE 18 CONTINUED

12,

10.

A@t;ibutes_Ra;gg_asfé

Perceptual Speed

Number Facility

Verbal Comprehension

Expressional Fluency

Attributes Ruted as 3

Spatial Scanning
Grammar

Attributes Rated as 2

None

Attributes Rated as 1

None

None

14,
16i

17,

.18,

11.

35,

Sensitivity to Problens
Inductive Reasoning
Originality

Social Intelligence

Spelling

Depth Perception

30.

32.

Aesthetic Judgment
Multilimb Coordination
Static Strength
Dynamic Strength

Stamina







TABLE 19

HENTAL RETARDATION

24,

26.

Attributes Rated as 7

None

Att;ibutés Rated as 6
Fafm Perception
Spatial Scanning
Eye-Hand Coordination
Finger Dexterity

Attributes Rated as 5

Closure *
Perceptual

Spatial Orientation
Memory

Attributes Rated as 4

. Visualization

Verbal Comprehension

Grammar

27.

31.

33.

12.

23,

25.

29,

18!

19,

20.

Arm-Hand Steadiness
Explosive Strength
Body Equilibrium

Near Visual Acuity

Expressional Fluency

Reaction Time

.Manual Dexterity

Static Strength

Social Intelligence
Aesthetic Judgment

Musical Aptitude

34.

36.

37.

30.

32,

35,

38,

21,

22,

Far Visual Acuity
Color Discrimination

Auditory Acuity

Dynamic Strength

“Stamina

Depth Perception

Tactual Discrimination

Control Precision

Multilimb Coordination® 4 N\
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TABLE 19 CONTINUED

RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

MENTAL RETARDATION

Attributes Rated as 3

7. Number Facility
11. Spelling
13. Ideational Fluency

Attributes Rated ag 2

None

Attributes Rated as 1

None

Attributes Rated as 0

None

143

1Si

Sensitivity to Problems 16. Deductive Reasoning

Deductive Reasoning 17. Originality

24l
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TABLE 20

RANK ORDER QOF ATTRIBUTES USING MIDIAN SCORES

NON-SENS0RY PRYSICAL

Attributes Rated as 7

None

Attributes Rated as 6

36. Color Discrimination 37, Auditory Acuity

1, Closure | 12F Expressional Fluency 22, Multilimb Coordination
3. Perceptual Speed | 17, Criginality | 27, Arm-Hand Steadiness

B, Meﬁciy ‘ 21, Control Precision 38, Tactual Discriminaticn
9. Verbal Comprehension

Attributes Rated as 4

2, Forn Perception 15, Deductive Reasoning 24, Eye-Hand Coordination
4, Spati%l Scanning 16. Inductive Reasoning 28, Explosive Strength
10, Grammar 19, Resthetic Judqment 33, Near Visual Acuity
11, Spelling 23, Reaction Time 35. Depth Perception

T 014
¥+¥3, Ideational Fluency |




RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

TABLE 20 CONTINUED

NOI-SENSORY PHISICAL

Attributes Rated as 3
Spatial Orientation

. Menmory

Ideational Fluency

Attributes Rated as 7

Stamina

Attributes Rated as 1

Body Equilibzium

Attributes Rated as 0

None

20:

25,

- 26,

Musical Aptitude
Manual Dexterity

Finger Dexterity

Dynamic Strength
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TABLE 21
RANX ORDER OF ATTRIBUTES USING MEDIAN SCORES

PARTIALLY SIGHTED

Attributes Rated as 7

None

Attributes Rated as 6

38, Tactual Discrimination | 5., Spatial Orientation

Attributes Rated 75 5
1. Closure | 10, Grammar 28, Explosive Strengfﬁw
2. Perceptual Speed 21, Control Precision | M. Static Strength
4, Spatial Scanning 22, Multilimb Coordination Bbi Dynamic Strength
1, Number Facility 25, Manual Dexterity 31, Body Equilibrium
8. Memory e 26, - Finger Dexterity 32, Stamina

9, Verbal Comprehension 27, Arm-Hand Steadiness 37, Buditory Acuity

g
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TABLE 21 CONTINUED
RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

Attributes Rated as 4

2. Form Perception 15, Deductive Keasoning 24, Eye-Hand Coordination
6. Visualization 16, Inductive Reasaﬁing 33, Near Visual Acuity
11, Spelling VS dfiginality 34, Far Visual Acuity
12, Expressional Fluency 18, Social Intelligence 35, Depth Perception
13, Ideational Fluency 19, Aesthetic Judgment 36, Color Discrimination
14. Sensitivity to Problems | 23, Reaction Time

Attributes Rated as 3

20, Musical Aptitude

Attributes Rated as 2

None

Attributes Rated as 1

None

Attributes Rated as 0
250
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TMBIE 22

RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

EAOTIONALLY DISTURBED

Attributes Rated as 7

None

Attributes Rated as 6

None

Attributes Rated as 5

21. Control Precision | 25, Static Strengthl 36. Color Discrimination
24, Eye-Hand Coordination 31, Body Equilibrium 37, Auditory Acuity

26, Finger Dexterity 34, Far Visual Aouity 38, Tactual Discrimination
28, Explosive Strength 35. Depth Perception

Attributes Rated as ¢

T—

Closure 8. Memory 23. Reaction Time
2. Tom Perception 11, Spelling 25, Manual Dexterity
4. Spatial Scanning 15, Deductive Reasoning 27, Arm-Hand Steadiness .

o 5. Spatial Orientation 16. Inductive Reasoning 30, Dynamic Strength
ol | |

Fion
iz
P!

6. Vistalization 20, Musical Aptitude 32, Stamina

7. Number Facility 22, Multilimb Coordination 33, Near Visual Acuity







TABLE 22 CONTINUED
RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

EMOTIONALLY DISTURBED

Attributes Rated as 3

3. Perceptual Speed 12. Expressional Fluency 17, Originality
9, Verbal Comprehension 13, Ideational Fluency 18. Social Intelligence

10, Grammar 14, Sensitivity to Problems 19, Aesthetic Judgment

Attributes Rated as 2
None

Attributes Rated as |

None

Attributes Rated as 0

None

L

g
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TABLE 2%

RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

LEARNING DISABLED

Attributes Rated as 7

None

Attributes Rated as 6

None

Attributes Rated ag 5

Near Visual Acuity

Attributes Rated as 4

Closure : 18. Social Intelligence 28. Explosive Strength
F@rﬁ Perception ‘ 119, Aest@gtic Judgment 30. Dynamic Strength
Spatial Scanning 21. Caﬁtzol”ﬁrecisian ‘ 31. Body Equilibrium
Spatial Driéﬂtéticn 22, MultilimbHCG@rdiggﬁiDn 32, Stamina
Visualization 23. Reaction Time . 34. Far visual Acuity
Number Facility : 26. Finger Dexterity 37. Auditory Acuity
Grammar 27. Arm-Hand Steadiness 38. Tactual Discrimination

oE

Originality
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TABLE 23 CONTINUED

RANK ORDER OF ATTRIBUTES USING MEDIAN SCORES

LEARNING DISABLED CONTINUED

Attributes Rated as 3

i

Perceptual Speed 13. Ideational Fluency 24. Eye-Hand Coordination
Memory 14, Sensitivity to Problems E 25. Manual Dexterity
Verbal Comprehension 15. Deductive Reasoning ., 35. Depth Perception

Spelling 16, Inductive Reasoning ' 36. Color Di%griminati@n

Expressional Fluency 20. Musical Aptitude
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Summary - RAs previously mentioned, it was not the intent of this research to develop
‘static pf@files of individuals with handicapping conditions, but to develop a procedure that
could be validated to relate the capabilities of the handicapped to the human attribute require=
ment for jobs. In order to do so, it was necessary to consider all the defined areas of
exceptionality to determine the ultimate feasibility of replicating these prcceéu;es with the

f niné reas of handicapping conditions. The real order ratings were provided for illustration
purposes only and were not intended to suggect that certain grcups of handicapped persons would
profile the same. Nor was the intention to suggest that similar profiles would occur if a differer
population within a particular handicapped category were sampled. A complete profile of total
median ccores across each handicapped classification is é@ntaiﬁed in Appendix W . ;

The summary ranking of the attributes by handicapping classification clearly indicate mark-
ed differences in the perceptions of respondents concerning *he demonstrable-behavioral Qer-v
formance levels of the handicapped. But; it must Le reiterated that responses were gleaned
for all nine areas of the handicapped, which substariiates tlea fa:t that the methodology is
useable for the nine areas of the handicapped to vary;ﬁé degreéé.

As seen in Table 15 to 23, all of the thirty-eight attributes across the nime'areas of
exceptionality may or may not have received the same ranking depending upon the perceptions
of the individuéls ranking the area of exceptionality, Each individuals area of exception-

ality was rated using the same seven point scale as in the Occupation-by-Attribute and Job 2;18

250 1V
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Aetivity-by-AtiniZute Instrunents, The one exception vas that the AftribatésbysﬁmééptianaZ5£y
survey and rating scale were rewritten to ask what an individual was "eapable of demonstrating”
as opposed to asking "what was required" to demonstrate for a particular occupation qr}job

| activity, as was asked in the other two instruments.

- 'fﬁé;intént, therefore, in soliciting responses in the Attribute-by-Erxceptionality

survey from handicapped persons.andthaée peréans working with handicapped individuals

was to develop profiles of attributes that the handicapped individual is capalie of
demanstrating.1 These profiles were then "operlaid" with those attribute profiles as

provided by the respondents within the occupations. This method is discussed within the

final chapter of the methodology.

F i
L e
P
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CHAPTER IV

PROFILE SECTION

R8BS




Profiling Techniques
: )

As indicated by the title of this research, the ultimate outcome of all procedures was
to relates the capabilitiés of the handicapped to the human attfibﬁte requirements of jobs.
- Once attribute requirements identified by individuals employed in the various occupational
areas and ﬁhe capability of handicapped indibiduals to demonstrate the.thifty=eight attributes
to some dngreekweze defined, identified profiles were consﬁ?ucted to deﬁermine the degree to
which congruency could be established in relating the two by means of a comparative "overlay”
process. Thesé profiles represent the median ratings of the respondents from the data analysis.

Profiies ﬁere caﬁstructed for each of the @ccuaptiOnai areas--automotive mechanic, busi-
ness data programmer, and géneral éecfetary. An illustration for each occupation is provided
in FigUies 7, 8, and 9 fcllowiné. Profiling the attribute requirements vis-a-vis, the occupa-
tion only Provided for a more holistic approach to perceived attribute requirements without
differentiatiﬁg between w£at specific job activities may‘be performed given certain occupational
fequirements endemic to a particular agency and/or organization.

Next, profiles were constructed f@r‘the job activities within the occupations. That is,
again usiﬁg the median scores from the data analysigq'each job actiﬁity wiﬁhin the occupation--.

eighteen for general secretary, seventeen for automotive mechanic, and twelwe for business
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data programmer--were constructed, Figures 7, 8, and 9 rrovide an exarple from each occupational
area for 1llustration purposes anlyiusing the first job activity within each occupation,
Aopendis X contains the complete profiles for “ne three accupations.

_ Pinally, again using the median scores from the data analysis for the handicapped popu-
laiién, profiles were constructed for each of the four handicapped individuals surveyed, In
other words, each profile dithin the handicapped classification area represents the profile
of one handicapped individual, Tle transwarencies, Figuresllﬁ through 19, were constructed from
the profile of & handicapped individual within a respective handicapping classification and
Were selected at random to provide an illustration, Complete profiles for eéch handicapped
1ndividval within.éach handicappad classificat;@n are contain in Appendix Y.

| In order to relate the capadilities of the handicupped to the reéuirementg of jobs as
defined by this research, aampafigans between the requirements of the job and capabilities of
the handicapped were made by means of an @uerlay ér@cess. That 1s, by comparing the median
profile of an individual with the medién profile of persons employed in the field, the level of
attribute demonstration on the part of the handicapped person was discerned, Identi&al pro-
cedures vere used for each occupational avea and job activity illustrated for each handi-

capped person,
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- 35, wepth Peraeption

37, huditory Aculty

Figure 7

Profilc of Human Attrilates for Job Activities
Queupatioa:  General Secretary
Job futivity:

Read and route inconing mail.
Bunan noblooutes - ] e e

A, Cc 1;;}vu;3tt§ibutg

Closure

~Form Perception
Perceptual Speea
spatiol Scanning

O R

5, Spatial Orientation
6. Visualization

d

Wumber Pacility
Momory

Verbal Comprehension
Gréaiumar

Spelling .
EXPL&SQjﬁ“al Fluency
Ideational Flusncy
14. Sensitivity. £o” ‘Problems
1y, Dedaclive Reasoning
16, Inductive Reasoning
17. oOriginalicy

18. Social Intelliguence
19. Acsthetic Judgment
20, HMusical Aplitude

"

bt et
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S T T

B. Psychomotor Attribule

21. Control Prccoision

22. Multilimb Coordination
23, Reactiocn Time

24, LBye-hand Coordiuction
25, Manual ovuxte :
26. Finger Dextority
27. Arn;~1uﬁ£l Stoadinuss
28. splosive Strenglh
29. ;;Lvi',__, ffl\""ﬁtgl

10, Dynaemic Strengti
31, Iody Equilibrium
32,  Staming

BOKY andcgig AiL__buf;

33. Jdear Visual Aculty
34, lar Visual Acuity

G, Tolor Discriminatian

38 PTactual Discrimipation

e
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Figure 8

Prolite of Humon acivibutes for Job Activities

Ocecupatioi: Automotive Mechanic

Job Activity:

Examine vehicle and discuss with customer or automobile-
. repair-service salesman, automobile tester, etc,, nature and extent
of damage or malfunction.

Huﬁaﬁ AL ibugggj,, i o _ ) \atlnﬁ S ; N ; B
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6, Visualization : : e =
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10, Grammar
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Figure 9

Profile of Human Attributes for Job aActivities

Occupation: Business Data Programmer

r1!

Job Activity:
‘ Analyze all or part ©of workIlow chart or diagram represent-
ing business proplem by applying knowledge of computer capabilities,
subject matter, algebra, and symbolic legic to develop sequence of
program steps. ; - -

Human Attributes L o ___Rating Scale e
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UTE-BY-EXCEPTIONALITY

]
{w]

MEDIAN PROFILE COF ATTRI

INDIVIDUAL RESPONDENT

Handicanping Condition: Deaf
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FIGURE 11
MEDIAN PROFILE OF ATTRIBUTE-BY-EXCEPTIONALITY

INDIVIDUAL RESPONDENT

Handicapping Condition: Speech Impairment

lluman sLLributes " Rating Seale
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33. Wear Visual Acuilty O=me=lomemi=mn—

34. TFar Visual Aculty R

35.  wuvepth Percaption [ i Rttt Tl Bkt bl st
36. Color Discrimination Q==-=1l---- Pemm=3—m- - - '
37. Auditory Acuity Qo= 2 4
38, Tactual Discrimination R - e B Bt




FIGURE 12
MEDIAN PROFILE OF ATTRIBUTE-BY-EXCEPTIONALITY

INDIVIDUAL RESPONDENT

Handicapping Condition: Mentally Retarded

Human Attributes " " Rating Scale

A. Cognitive Attribute

1. Closure
2 Form Perception

3. Perceptual 3peed
4. bspatial Scanning

5 SGpatial Crientation
6. Visualizat.i.ra

7. Humber Facaility

w. cMemory

‘. Verbal Compreheasion
10. Grammar

11. Spelling
12. Expressional Fluency
13. 1Ideational Fluency
l4. Sensitivity to Problems

lus. Deductive Reasoning

= 16. Inducvtive Reasoning

% 17. Originality
18. Social Intelligence
19. Aesthetic Judyment
20, HMusical Apcitude

, B. Psychomotor Attribute

2l. Control Precision

22. Multilimb Coordination
23, Reaction Time

24. LEye-hand Cocrdination
25. Manual Dexterity

26. Finger Dexterity

27. Arm~Hand Steadiness
28, TIxplosive Strength

29. Static Strenath

-3C. DPynamic Strength

J1. Bodv Fguilibrium oe—-ml-sw-;—aEEBEswkqnsa-&ff-ﬂs—m-—ﬂ
32. Stamina Onmmm)mmmm2mmm3 e m oo m e G e e CATTRm

C. Sensory Capacity Attribute

=4

. J SN, R S——

33, Jear Visual Acuily
34. Far Visual Acuity
35., vepth Percepticn

36. Color Discrimination
37. Auditoxy Acu;ty
18, Ta-=tual Discrimination Dﬁ*“wlw~=§2~




I FIGURE 13
I MEDIAN PROFILE OF ATTRIBUTE-BY-EXCEPTIONALITY

INDIVIDUAL RESPONDENT

Handicapping Condition: Non Sensory Physical

Huran Attributes e Rating Scale _ e
A. Cognitive Attribute

L. Closure

2, Form Perception

3. Lg,geptual Speed

4. spatial Scanning

5, SBputioal Orientation

6. Visualization

7. Humber Facility

. HMemory

Y., Verbal Comprehension

10. Grammar

11, Spelling
12, Expressional Fluency
13, TIde2ational Fluency

14, Se.itivity to Problems

lu. Dedustive Reasoning

= le. Inductive Reasoning
% 17. oOriginality

18. Social Inteliigence

19, Aesthetic Judament 1 ="
JQi Musical Aptitud. R Rt L e ey
B. Psychiomotor Attribute
21. Control Precisicn ===l -mm=2
22. Hultilimb Coordination

23. RQeaction Time ’
24, pro-hand Coordination
25. Me dal Dexterity
25. Fuinger Dexterity
27. Arm-iiand Steadin: 3s
28. Explcsive Strengrui

29, Stiatic Strength -
30. Uynamic Strength Ow——=1—;E—2m=—=3;;;pﬁﬂff%’———sééi—i7
3. Body Eguilibrium O e Tt T Tl TR S
32. Stamina O====lom e cmm e G e g =T
C. wrsory (CApacity Attrioute

i3, Jdear Viguc) Acuity

34. Far Visual Acuity

3. wveptn Pervcaption

3L. Color vDiscriminatinn
37. ‘Auditory Acuity

38. Tactual Discrirmination
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Handicapping Condition: Partially Sighted

fluman ntirsbutes ~ - _Rating scale

A.  Coynitive Attribute

1. Closure
2. Form Perception R ™ . —
3. Purceptual Speed O-===l-=w-=2~=—=3-
d. Spatial Scanning Qu==-lm===2=m-=3----4
5. Gpatial Orientation Qe==-1l-=---2
&. Visualization S e it b
7. Jumber Facility o JPRpE [P
d. emory 0=-==1l=—==
Yy, Verbal Comprehension Jrmmm=l=m==2-
10. Grammar 0==—-1----2
11. Spelling ' 09—-‘lé*ﬁs7§-*=ff
12, Expressional Fluency Jmmm=le-==2--==3
13. Ideational Fluency Jummelmeme2emem3mmmmd—===5
14. Sensitivity to Problems ot el Subinde Salatitl Retebabedt}
l1v. Deductive Reasoning e -
~ lo. Inductive Reasoning e
¥ 17. vuriginality e
18. Social Intelligunce : e
19. Acsthetic Judgment ====le-—- -
20, Musical Aptitude oo ] ==
B. Psychomotor Attribute
21. Control Precision
22. Multilimb Coordination
23. Reaction Time
24. Eye=hand Coordination
25. Manual Dexterity
26. Finger Dexterity
. 27. Arm-lidhd Steadiness
28. Cxplosive Strength -
29. Static Strength
30. Dynamic Strungth :
3i. Body Eguilibrium Ommm=lomom2e vmedmmmmis o M mm f =T
32. Stamina Jrmmmm]mm e e Qe = Y S5mmmmf—===T
C. Sunsory Capacity Attxibuce
23.  wear Visual acuity - E:;;miﬁ-—ﬁ;-ﬁ“FB—Eé?ééEE»E!?aFE—nmu?
34. Tar Visua! Acuity , &= —-]----2-~~-3-sw-f--==Dr-m=f=—-~=7
330y Jopzirercteption A R R it Bt Lt et
3&, ~Color Discrimination ' O ey ittt Raladat Bt bl Rl
37. Auditary Acuity N et s ——ﬂéi*—— Sttt
38. Tactual Discrimination R e atatatal Tablabd Lltlell (Al
£ ren -
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FIGURE 15
MEDIAMN PROFILE OF ATTRIBUTE-BY-EYCEPTIONALITY

INDIVIDUAL RESPONDENT

Handicapping Condition: Emotionally Disturbed

luman aLtributes T T pating scale

A. Coynitive Attribute

1. Closure

2. Torm Perception

J. Perceptual Speed

4. “patial Scanning

5. SGpdtial Orientation
4]

7

g

6. Visuallzation J—==-=1
. Jumber Facility
HAeniory

Y po N I S|

Y, Vuerbul Coumprehension E!?ﬁlﬂﬁ

10. Grammar O»——rle—é—z———=if-—— ——==5 - ——aa?

11. Spelling Qemm=i=———2- ~=m=B=m-=f——==7

12. LExpressional Fluency . - 0—-- T o R BT R ;aeaééssg3

13. Ideational Fluenay 0-=~-1 mmme b=

14. Suensitivity to Preblems ==Be—=mf-===7

1u. vVeductive Reasoning —_——— 'rg——é7

= le. Inductive Reasoninu O-—=—-l-——-d=-~- —emme e fm——=T
Y 17. originality 0-—m=l=- ————4——=e§P—§ﬂG————7
18. Social Intelligence 0----& ====5-=—=b-=---1

19. Acsthetic Judgment 0 : —mm=Smnme =T
Qrmmmlem =2~ m == —— = Bemmef=m—=T

20+ Musical Aptitude

B. Psychomotor Attribute

21. Control Precision

22. Multilimb Coordination
23. Reaction Time

24. Lye=hand Coordination
25. Manual Dexterity

26. VPinger Dexterity

27. arm=lland Steadiness
28. Lxp.osive Strength
29, Static Strength

J0. ovynamic Strength

31. Body Equilibrium

32. Stamina

C. Sensory Capacity Attrioute

33. Jdear Visual Acuity

24. Tar Visual Acuity

33. wvepth Perception

36. Color Discrimination
37. Auditory Acuity

38. Tactual Discrimination
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FIGURE 16
MEDIAN PROFILE OF ATTRIBUTE-BY-EXCEPTIONALITY

INDIVIDUAL RESPONDENT

Handicapping Condition: learning Disabled

lluman_atiributes - “Rating Scale

A, Cougynitive Atcrivute

1. Closure

2 Form Perception

3. Perceptual Speed

4., JSpatlial Scanning.

5 Hpatial OUrientation
G Visualizaticn

-

. Jumber Facility *f,-—=—4————5é=§—gﬁ;==i
g. Moemory e, L B E
Y. Verbal Comprehension e B e (e
10. Grammar —emefmen R =f——==7
11, Spelling m===fmem=femeef——==7
12, Lbxpressional Fluency wmm=deme ===
13. Ideational Fluency S
14, Sunsitivity to Probleaas il e T (Rt bl
lo. veductive Rea:ning el L LR L
— le. Inductive Rea: 1nu -—== 9-——4—§——§—-=5'——E—?
& 17 originality  0O====le=-=2--=-f--—- P Y SO
~ 18. Social Intelligence fommm5mm—mf——==T7
19.- Acesthetic Judgment il Tt Bebl bl (bt
20, Musical Aptitude Y VOO -SN S
L. Psychomotor Attribute
Zl. Control Preciginn e Lt R et
22. Multilimb Cocrdination D= m=m] - R atalet EL T L L L St bty
23. Reaction Time Jomem ] mmmm e e mmmm e = G e G n =l
24. LEye-hand Coordination ) T e e T )
£5. Manual Dexterity Y, N S U |
26. Finger Dexterity J-===4-===5e-mmp-=-==7
27. Arm=lland Steadiness S N Tt
28, Explosive Strength N S - Juym
29, Static Strength et R E L R L e
30. vpynamic Strength S QR Y P |
31. Body Equilibrium ——em5emmmfmm =7
32. Stamina T Bt e et/

C. _Sunscery CapaCity Attribute

33. Jdear Visual Acuity

34, FPFar Visual Acuity

do. wepti Perception

Ju. Color Dascrimination:
37. Auditory Acuity

38, - Tactual Discrimination
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FIGURE 17
MEDIAN PROFILE OF ATTRIBUTE-BY-ZXCEPTIGNALITY

INDIVIDUAL RESPONDERT

Handicapping Condition: Hard of Hearing

Muman Attributes - Rating scale

A, LCognitive Attribute

1. Closure O====]l====2==r-= 3-

2. Form Perception O====l-===2-

J. Perceptual Speed J====l====2-

4. Spatial Scanning === l-===2--
5., Spatial Orientation Qrr—==l====2

€. Viswalization 0====1---=2-

7. Humper Facility 0====1l-=-==2-.
8. Momory O====l====2

Y. Verbal Comprehension J====1-=---2-

10. Grammor 0-—=~l====2-

l1. Spelling O--==l====2=-
12. Expressional Fluency 0===-1--==2
13. Ideational Fluency J====l-==—=2
14, Sensitivity to Problems o 0====1-=-=2
ly. Deductive Reasoning Qmr==l=w==2
~ le. Inductive Reasoniny O0====l-=m=2
“ 17, VOriginality Q~===1l=-==2

18, Social Intelligence Q====l-===2--

a;——sazi———qasv

19, Aesthetic Judgment Y= - -
s AR

20, Musical-Aptitude

B. 'Psychomotor Attribute

21l. Control Precision

22. Multilimb Coordinaticn
23, Reaction Time

24, Eye=hand Coordination
253, Manual Dexterity

25. Finger Dexterity

27. Arm=lHand Steadiness
28. Explosive Strength
29; Static Btrength

30. DODynamic Strength

31. Body Equilibrium

32, Stamina

C. Sensory Lapac;ty Attribute

33. Jear Visual Acuity
34. Far Visual Acuilty
33. . vepth Parception

36. Color Discrimination
37. Auditory Acuity : )
38. Tactual Discrimination Y= ] -




FIGURE 18
MEDIAN PROFILE - ATTRIBUTE-BY-EXCEPTIOMNALITY

INDTVIDUAT, RESPONDENT

Hdandicapping Condition: Blind '

fluman ALLCriintes - "Rating Scale .

A. tLouynitive Attribute

J

R
[
U

1
J. rForm Pgriéptlcn
3, Bgrzephual Speed
4. JSpatial Scanning
> Spatial Orientation
6. Visualization
7. Jumber Facility
d. dumory
Y. Verbal Comprehension
10. Grammar
11. spelling
12. Expressional Fluency
13. Ideational Fluency
ld. Sensitivity to Problems
1u. weductive Reasoning
"ib. Inductive Reasoning
17. originality
18. Social Intelligunce
19, Acsthetic Judgment
29: Musical Aptitude

0¥T

B. Psychomotor Attribute

Z1. Control Precision

22, Multilimb Coordination
23. Reaction Time

24. Lkye-hand Coordi:niation
25. Manual Lexterity

26, Finger PDexterity

27. arm-lland Steadiness
28, Explesive Strength
29. Static Strength

30, byvnamic Strength

31. Budy Eqguilibrium

32, Stamina

C. Sunsury Capacity Attribute

33. JWear Visval Acuity

34. "Far Visual Acuity

33. weptiih Perception

3¢, Color Discrimination
37. Auditory Acuity

28. Tactual Discrimination







Summary - It cannot be assumed that an individual, handicapped or nonhandicapped,
would be capable of demonstrating the same attributes to the same degree as a person
enployed within that occupation for a number of years, This is not the intent of this
research. It is the intent of this research, however, to dévelap a methodology that
can be used with any type of occupation, with job activities within the occupation, and
with any type of handicapping‘candition. By establishing profiles of the attributes
actually required by a given occupation and by matching thﬁse attributes to those
demonstrated by the handicapped, counselors, educators, and those working with the
job placenent needs of the handicapped can begin to identify the potential of the
handicapped to demonstrate a given attribute.

Caution must be exercised, however, in not equating demonstration or eapgble of
demonstrating an attribute with performing a given occupation or activities within the
occupation. That is, this research made no attempt to correlate demonstration of
attributes by haréiicapped persons and specific job activities. The scope of this
research wés only concerned with developing a neans of determining what attributes
handicapped individuals were capable of demonstrating, not what occupations or job

activities handicapped persons were capable of performing.
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Resources for Profiling Individuals

The entire methodology and ultimate utility of profiling the handicapped on demonstrable
attribute capabilities is predicated on the knowledge of the individuals working with the handi-
capped persan;; Actual observation of the handicapped individual in a real or simulated work
situatlon is perhaps one of the hest methods of rating the attributes, particularly in the
psychém@tar and sesory capacity attributes categories, For the sample surveyed in this re-
search, however, péfs@ns who rated the handicapped on attribute demonstration capabilities also
ﬁﬁaﬁﬁﬁﬂrﬁmﬁaMtﬁt@ﬁ(mﬁemgﬁﬁhh The use of standardized tests; how-
ever, must be used with the strictest of caﬁtian because of some of the following problens:

. %naépr@pfiatgngss for certain types of populations
b, Standards of normalization
¢, Adequacy of tnterpretatton

I, Validity

Lt

. Relighility
It is important to exercise care in selecting any type of assessment instrument and it must be
renerbered that test data is not an end in itself, but provides data for assessnant, AR
089 Mo attempt is nade in the following list of assessnent instruments to make recomendations

for the use of any one or the other tests or evaluation systems, - It is provided for inforna-

O




tional purposes only and‘n@ claims are made to any one test or stystem's ultimate merit for the
handicapped population.

Following is a brief abstract of several vocational evaluation systems. A more eomprehen-
sive analysis is contained in two documents published by the Materials Development Center,
Menomonie, Wisconsin,

A. HeCarron - Dial Work Evaluation System
(MeCarron - Digl)

This system was developed by Lawrence T. McCarron and Jack G. Dial. The target group is
the mentally retarded and chronically mentally ill, The systen is based on five neuropsycho-
logical factors as follows: |

ot

1. Verbal-Cognitive - Wechseler Adult Intelligence Scale (or Stanford-Binet Intelli-
gence Scale) and the Peabody Picture Voeabulary lest.

d. Semsory - Bender Visual Motor Gestalt Test and Haptic Vieual Digerimination Test,
3. Motor Abilities -

q. Fine Motor Skills Assessment: Beads-in-Box; Beads-on-Rod;

Finger Tapping; Nut-and-Bolt Task; and Rod Slide,

b. Gross Hotor Skills Assessment: Hand Strength; Finger-Nose-Finger Movement,
Jumping; Heel-Toe Tandem Walk; and Standing on one Foot,

4. Enotional - Ohservational Emoticaal Inventory.

5. Integration-Coping - San Francisco Vocational Competency Seale and Dial
Behavioral Rating Scale.

Por information contact: , | 25(
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Commercial Marketing Enterprises
Depaftment MDNES

Dallas Texas 75231
B. Philadelphia Jeuish Employment
and Jocational Service
Nork Sample System (JEVS)
Sponsored by the U. S, Department of Labor, this system was originally designed for the
desadvantaged, but is now being adapted fa# the disabled and is based on a system of worker

trait group organization of the Dictionary of Occupational Titles as follows:

1. Handling - ut, Bolt and Hasher Assembly; Rubber Stamping; Washer Threading;
Budgette As émszg and Sign Naking.

2, Sarting, Inspecting, Measuring and Related Work - TiZe Sartzng, Jut Packzng,
and Collating Leather Samples. u |

5, Tending = Grommet Assembly.

4, Manipulating - Union Assenbly; Belt dssembly; lLadder dssembly; Wetal Square
Fabricatuon; Harduare Assembly; Telephone Assembly; and Lock Assembly

§, Routine Checking and Recording - Piling by Mumber; and Praofreading,

6. Classifying, Piling, and Related Work - Filing by Three Letters; 121l and Serew
Sorting; Adding Machine; Payroll Computations; and Comiéing Pogi. je.

!, Inspecting and Stock Checking - Register Reading,
o \ o .y ?ilri
S:ECPaftsmdnskzp and Related Hork - Pipe fzsembly. Bl

9. Costuning, Tailoring, and Dressmaking - Blouse Making and Vest Naking.
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10. Drafting and Related WHork - Condensing Principle.

For information contact:

Vocational Research Institute

Jewish Employment and Vocational Service

1913 Walnut Street

Philadelphia, Pennsylvania 19103

C. Singer Vocational Evaluation Systém

(Singer)

Sponsored by the Singer Education Division, this system contains twenty work samples that
ide an opportunity to evaluate an individual for many job areas - mostly in the skilled
es including:
I. Sample Making.
2. Beneh Assembly.
3. Drafting.
4. Electrical Wiring.
5. Plumbing and Pipe Fitting.
6. Carpentry.
7. Refrigeration, Heating and Air Céndiﬁi@ning;
8. Soldering and WElding.
9. Office and Sales Clerk.

10. Needle Trades.

o0
oo
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Per HROVESG,

12" Sheet Metal,

13, Cooking and Baking,

14, Engine Service,

15, Medical Service,

16, Cosmetology.

17, Data Caleulation and Reecrding.
18, Soil Pesting,

18, Photo Laboratory Technician,

80. Produstion Machine Operqting. éé

For information contact:

Singer Education Division
Career Systens

80 Commercial Drive
Rochester, New York 14623

D. lalent Assessment Programs
(14P)
' .
The Talent Assessment Program can be descrlbed as a battery of perceptual and dexterltyaL)i‘*

QJG tests designed to measure gross and f;ne finger and manual dexterity, visual and tactile dis-

i i b
=2 By St Sl

crinination, and retention of details, 1leven tests are included in the system: _;g
il
1, Structural and Mechanical Visualizatiaﬂs,






- 2. Diserimination by Size and Shape,
§. Discrimination by Cﬂléf;
4, Tactile Digerimingtion.
5. Fine Diserimingtion without Tools,
6. Grosg Demterity withoyt Toole,
/v Fine Deatertsy uwith Tools.
8. Gross Desterity with Tools.
§. Cireuital Visualization, |
10, Retention of Struetural and Mechanieal Detail,
(11, Structural and Mechanical Visualization in Gregter.ﬂspth;
For information contact:
- Talent Assessment Program

- 7015 Colby Avenue
- Des Moines, Iowa 50311

I, The Tover Systen
(Tower)
Developed by the Vocational Rehabilitation Administration, this system was designed for the
physicaily and emotionally disabled and consists of a system for jcb'analfsis in fourteen areas
-vaﬂd includes:

1, (levical - Business Artithmetic; Filing; Typing; One-and Typing; Payroll Computa-
tion; Use of Salee Book; Record Keeping; and Corveet lse of English,

0% | S 209
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3 Draftzng - T Square; Triangle; Compags; Working Drawing; Drawing to Seale; and
Geometric Saapeﬂ_

5. Drawing = Psrapectzue Forms, Shapes and Objects; Shading, Tone and Texture;
Color; and Free Hand Sketchlng

4. Blectronics Assembly - Color Perception and Sorting; Running a Ten Wire Cable;
Inspecting ¢ Ten Wire Cable; Laezng a Cable: and Soldering Nires.

b, Jewelny Manufagturing - Use of Sav; Use of Needle Files; Flectric Drill Press;
Piereing and Piling Metals; Use of Pliers; Use of Torch in Soldering; and Darring
and Broach Pin, -

6. Leathergoods - Use of Rulers; Use of Knife; Use of Dividers; Use of Paste and Erush;
Use of Scissors and Bond Fsldsr i Pagtingj Construeting Pleture Frame; and Produc-
tion Task,

7. Machine Shop - Réddlﬂg and Transeribing Measurements; Blueprint Reading; Neasuring
with o Rule; Drawing to Measurement; Metal Layout and Use of Basic Tools; Drill Press
Operation; Fraatz@ns and Deemmalgg Measurmng wrth the Micrometer CaZiper and Hechans
teal Understanding,

4, Lettering - lLettering Aptitude; Alphabet and Use of T Squave; Use of Pen and Ink;
Usg of Lettering Brush; and-Brush Lettering.

J. Mazl CZéPk - Opening Mail; Date-Stamping Mail; Sorting Mail; Delivering Mail; Col- |
leoting Mail; Folding and Inserting; Sealing MazZ Mazl CZQSSLleﬂ#lQH Use af Seale;
and Postage Galaulatz&n o

10, Optical Mechanies - Use of Metrie Ruler; Use of Calipers; Lens Recognition; Lens
Centering and Marking; Use of Lens Progractor; and Hand Beveling and Edging.

11, Pantograph Engraving - Intradueizan bo the Bngravograph; Setting-up, Centertng lopy
neg . and Determzntng Speazfzed Rationg; Use of Workholder and Adgustmént of Cutter; andcyq;:
23;4 Setting up and Running Off a Simple Job, Yy

12, Sewing Maching Operating - Sewing Machine Control; Use of Inee Lift and Needle Pivo t-
ing; Tracking and Seving Curved Lines; Upper Threading; Winding and Inserting Bobbing;
5 Sewing and Cutting; and Top Stitehing.
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13. Welding - Measuring; Making a W@fking Drawing; Ideutifying Welding Rods; Use of
Acetylene Toreh;. Use of Rods and Electrodes; Use uf Toreh and Rod; Measuring and
Cutting Metal; and Soldering.

14. Workshop Assembly - Counting; Number and Color C@ZZati§ﬂ§ Folding and Bending;
Weighing and Sorting; Counting and Packing; Washer Assembly; Inserting, Lacing
and Typing; and Art Paper Banding.

For information contact:
JCD Rehabilitation and Research Center
340 East 24th Street
New York, New York 10010

Vulpar Component Work Sample Series
(Valpar)

Developed by Valpar Corporation, this system was designed for use by the industrially in-

‘ollowing twelve work samples:
1. Small Tools (Mechanical. | 7. Multi-Level Sorting.
2. Size Discrimination. i | 8. Simulated Assembly,
3. Numerical Sorting. ’ 9. Whole Body Range of Motion.
4. Upper Extremity Range of Motion. '10. Tri-Level Measurement.
5. Clerical Comprehension and Aptitude. 11. Eye-Hand-Foot Coordination.
6. Independent Problem Solving. 12. Soldering.

For information contact:
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Valpar Corporation

655 N. Alvernon

Suite 108 |
Tuscon, Arizona 85716

iG.JWide Range Employment Sample Test
(WREST)
‘Deﬁelaﬁéd'by the Guidance Association of Delaware, Inc., this system waé DriginaIIYdesigé—
) .ed for use in a sheltered warkshap dealing w1th the mentally retarded and phy51cally hand;capped
and contalns ten wark samples as f@llcws | . | ! (X
| 1. Single, Daublé‘ﬁﬂldzﬁg, Pasting aﬁd Stuffing,
2, StaéZing;
3, Bottle Packaging.
{. Rice Measuring,
5. Serew Aagembly.
6. Tag Stringing.
7. Serateh Pasting.
8, (ollating,
| 9, Color and Shade Matehing, | | 239
10, Pattern Making.
"2298 'Fazlinfarmatiﬁn contact:
Guidance Associates of Delaware, Inc,

1526 Gilpin Avenue
- Wilmington, Delavare 19806 -




B, Comprehensive Oceupational Assessment and
Training System
(COATS)

This system, developed by Prep, Inc., was originally designed for use in manpower programs
and secondary education quidance prograns, but now has been slightly nodified to a rehabilita-

tion population. The COATS system consists of four components which are intended to give the

evaluator/assessor a complete picture of the individual cllent Each component, which may be
used independently, contains three different program levels; (1) assessment and anaiysis,

(2) prescription and instruction, and (3) evaluation and placemeﬁti The four components are i
as follows:

1. Job Matching System - This component masehes the person with job and training
opportunities, The system is based on the degree to which workers approach op

~ avoid 16 specific skill categories, [he client uses the program to 1dentzfy
his/her oun preferences, experiences, and capabilities,

8, Bmployability Attitudes System - In this component the elient determines what
his/her attitudes and behaviors are and compares them with the attitudes that

- employers See as being important for the hiring, promotion, or firing of an
employee. Thirteen job seeking attztudss and 3 job keeping and job advancing
categories are used.

5. Work Samples Systém - PPESéﬂtZy the COATS contains ten work sanmples that vere -
| deveZ@ped on the basis of content analysis of tasks common to jub famzlzss
~ Drafting; Clerieal-0ffice; Metal Canstruatz@n Sales; Hood Construetion; Food
Preparation; Medical Services; Travel Services; Barberzng Cosmetrology; and
Small Engine Repatin,

}¥;{ : 4, Living Skills Systen - The ggmpangnt deqle wzth what skills ave needed to
S be functionally literate in conemporary sooiety, [The program classifies
literacy into skills (reading, writing, computation, problem solving, and.
speaking- Zistenzng) and knowledge areas (consuner economics, occupational

Wees .
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knovledge, community resources, health, and government-lau),
For information contact: | o '
‘Prep, Inc.

1575 Parkway Avenue
Trenton, New Jersey 08628

I. Hester Bvaluation Systen
 (Hester)

Based almost exclusively on the Dictionary of Occupational Tit;gg, this system was

~ developed by Goodwill Industries of Chicago and was designed for physically and mentélly handi-
capped rehabilitation populations (except persons who are ?isually disabled) and is comprised
of a battery of psychological tests designed to relate client scores to the DOT, Twenty-eight‘
pure factor pérfarmance and test scores are grauped into sevén cateqories as follows:

1. Unilateral Motor Ability - Finger ngterlty (Purdue Peghoard), Woist-Finger
Speed (Tapping Board) and Arm Hand Steadiness (Lafayette Motor Steadiness Kit),

0. Bilateral Hotor Ability - Manual Dexterity (Winnesata Rate of Mantpulatzan);
Tuwo-Arm Coordination (Two-Arm Tracing Apparatus), Two-Hand Coordination.
(Etch-A-Sketeh vith Maze Overlay), Hand-Tool Desterity (Hand-Tool Dexterity
Test), Multiple Limb Coordination (foot operated stapler) and Machine Feed-

ing faldzng machine) .

S, Perceptual - Pgr@éptuaz Accuracy (projector with slides), Perceptual Speed
(Tachistoscope), and Spatial Perception (Revised Minnesota Paper Form Board
Test), * \
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o 4. Perceptual - Hotor Coordination- -diming Lafaystte Notor Steadiness Kit),
Qﬂg Reaction Time (Multi-Stimulus Reaction Dimer), Fine Perceptual Motor
‘ Coordination (Polar Pursuit Tracker), and Vieual Motor Reversal (Mirpor
Iracing Apparatus),




o, Intelligence - Abstract Reasoning (Raven Progressive Matrices), Verbal 4bi Zz?\g,h
(SRA VEPDEZ Test I Seale), Numerical-4bility (SRA Verbal Test - { Seale), N
Dectsion Speed (same equipment as Perceptugl Aeauraay) fesponge OPIEHtﬂﬁICH B

(same equipment as Reaction Time), and (ral Divections (Pgrsannez Tests for Inﬂ
- Oral Directions Test).

6. Aehievement - Reading (Gates-MeGinitie C@mprgkenszan Test) and Artithmetie ﬁév_g
1 of the Wide Range Achievement Test), \

N e
e o

7. Physical § Péﬂgti - Hand Strength (grip dynamometer) and Lifting Ability (standbn
platforn), / ’

For information contact:
| Hester Evaluation System
“Goodwill Industries of Chicago

120 5outh Ashland Boulevard
Chicago, Illinois 60607

~J. Miero-Tower

five group ﬁork samples as follows: L

|
¥ ) ]

L Matar -Flectronic Connector dssembly (F-finger dexterity); Bottle Capptﬂ
(M=manual desterity); and Lamp Asaembly (K- matar coordination),

X7 Spatzal - Blueprznt Readzng (§- spatzaz reasoning); and Graphzcs iZZustrat
tial Peasening, K-motor eoordination),

N4 §. Clerical Psrséptzan - Filing (Q-clerical pereeption; - matar eoordination); Hy ;
o Sartzng (Q clerzgal pereeptzan, H- manual dgmterzty) Zzp Coding (9- cZg:Lc;Z pefe







tion; and Record Cheeking (q-clerical perception).

¢, Numerical - Kaking Change (l-numerical reasoning); and Payroll Computation (N-numep-
teql rsa?@nzng)

5. Verbal - Want Ads Comprehension (P verbal comprehension); and Message Taking (V-
verbal gomprehension),

Fnr information contact:
Micro=Tower
ICD Rehabilitation and Research Center

340 East 24th Street
New York, New York 10010

K. Vocational Information and Evaluation
Hork Samples

Developed by the Philadelphia Jewish Employment and Vocational Service, the system is

designed for mild, moderate, and severe mentally retarded persons. The VIEWS is based on four

areas of work and six worker trait qroups (WIG) in the Dictionmary of Occupational Titles are

organized as follows:

i

1. Dlemental ARea of Work - Handling WIG: Iile Sorting; Nuts, Bolts and Washers
Sorting; Paper Count and Paper Cutting; Collating and Stanling, Stamptng; Nuts, Bolts
and Hashers Assenbly; and Screen Assembly. Feeding-0ffbearing NIG: Match Feeding,

2. Clerieal Avea of Hork - Routine Cheeking and Recording WIG: Nail Sort and Mail Count,
Sorting, Inspeeting, Measuring and Related WIG: Nut Weighing; and Valve Disassembly.

5, Machine Area of Work - Tending WIG: Dpill Press

4, (rafts dvea of Work - Hanipulating WIG: Budgette Assembly; Valve Assembly: and
Cireuit Board Assembly.
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For information contact:

Vocational Research Institute

Jewish Employment and Vocational Service

1624 Tocust Street

Philadelphia, Pennsylvania 19103

Finally, there are many other types of assessment instruments that can be used in making

Judgrents concerning capabilities of the handicapped in the three areas of cognitive, sensory

and psyehonotor attributes and are contained in The Seventh Mental Measurement Yearbook (1972)

edited by Oscar K. Buros. This yearbook and those preceding it list and describe many avail-
able tests which can be used with the handicapped. It also contains a brief statement of such
things as cost, coverage, source of supply, and one or uore critical reviews by individuals

in the field.
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NOTES

1. Harry L. Anmerman and Frank C. Pratzner, Occupational Survey Report on Automotive Mechanics:
Task Data from forkers and Supervisors Indicating Job Relevance and Training Criticalness,
‘Interim Report, Contract No. NE-C~00-3-0078, NIE/USOE. (Columbus: The Center for Vocational
Education, The Ohio State University, R and D Series Ne, 110, January, 1975), pp. 30-59.

24 4 Occupational Survey Report on Business Data Programmers: Task Data from
Workers and Supervisors Indicating Job Relevance and Tralning Criticalness, Interim Report,
Contract No, NI-C-00-3-0078, NIE/USOE. (Columbus: The Center for Vocatlonal Education,
The Ohio State University, R and D Series No. 108, Dacember, 1974), pp. 30-57,

3. Harry L. Anmerman, Frank C. Pratzner, and A. Lad Burgin, Occupational Survey Report on
General Secretaries: Task Data from Workers and Supervisors Indicating Job Relevance and
Tralnlng Criticalness, Interim Report, Contract No. NE-C~00-3-0078, NIE/USOE.  (Columbus:
The Center for Vocational Education, The Ohio State University, R and D Series No. 109,

January, 1975), pp, 30-61.

4, Dictionary of Occupational Titles, Vol, I, (Washington, D.C.: United States Department of
Labor, 1965, pp. 32, 635, 567,

5. Sydney D. Borcher and Paul B, Leiter, Automotive Mechanics Occupa:ional Performance Survey,
Interim Report, Grant No. OEG-3-7- 000158 2037, NIE/USOE. (Coltmbus: The Center for
Vocational Education, The Ohio State University, March, 1973)

6, Sydney D, Borcher and John W. Jayner, Business Data Pr@cess;ng Occupaticnal Performance
Survey, Interim Report, Grant No. OEG-3-7-00015802037, NIE/USOE, (Columbus: The Center
for Vocational Education, The Ohio State University, March, 1973), .

1, , Secretarial Science Occupational Performance Survey, Interim Report, Grant
ND OEG 3 7- 000158 2037 NIE/USOE. (Calumbus The Center for Vocational Education, The
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11.

12,

13.

14,

. John K. Hemphill, Dimensions of Executive Positions, Research Monograph Number 6.

(Columbus, Ohio: Bureau of Business Research, The Ohio State University, 1960), p. 74

Robert . Neeb, J. W. Cunningham and John J. Pass, Human Attribute Requirements of Work
Elements: Fugthe:_Develementggffthe_Dccupatlan,Analy51s Tnventory. (Raleigh: Center for
Occupational Education, North Carolina State University at Raleigh, 1971), pp. 115-138,

U, 5. Department of Labor-Manpower Administration, Job Title Revisions to Eliminate Sex-and-
Age-Referent Language from the Dictionary of Occup atlanal Titles, rd Edltan (Washington,
D.C.: U, §, Government Printing Office, 1975,

Robert W, Neeb, J. W, Cunninghan and Thomas C, Tuttle, Attribute Riquirement Inventory.
(Raleigh: Center for Occupational Fducation, North Carolina State University at Raleigh,
1970), pp. 111-136.

Botterbusch, K. F., A Comparison of Seven Vocational Evaluation Systems. (Menomonie,

Wisconsin: Mater;als Development Center, 1977),

N A Comparison of Four Vocational Evaluation Systems, (Menomonie,
Wisconsin: Materlals Development Center, 1977).

Oscar K. Buros, The Seventh Mental Measureness Yearbavk (New Brunswick; New Jersey:
Rutgers University Press, 1972), o
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